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ABSTRACT   
This thesis maps out the industrial relations system of Samoa with specific emphasis on 
industrial democracy and employee participation in the making of rules and decisions 
DIIHFWLQJZRUNHUV¶ HPSOR\PHQW 7KH WKHVLV RXWOLQHV WKH LPSDFWV RI WKH HQYLURQPHQWDO
contexts, social, political, legal and economic, of Samoan society on the scope and 
nature of industrial relations in Samoa. 
 
Using data collected through face-to-face interviews, workshop observation and the 
analysis of various secondary documents that include for example, the study of 
industrial relations in the South Pacific nations by Prasad, Hince, & Snell (2003) and 
several country reports and national policies on employment relations, the thesis utilises 
'XQORS¶V  V\VWHPV PRGHO RI LQGXVWULDO UHODWLRQV WR GHVFULEH WKH HPSOoyer, 
employee and state relationship within the system and their varying roles in the 
GHWHUPLQDWLRQ RI ZRUNSODFH UXOHV 'XQORS¶V V\VWHPVPRGHO HQDEOHV WKH UHVHDUFKHU WR
identify a strong link between the industrial relations system and the social institutions 
of Samoan society that are structured around the ID¶DVDPRD (Samoan customs and 
traditions) and the ID¶DPDWDL (chiefly) systems of social justice and traditional rule 
PDNLQJ'XQORS¶VPRGHOZKLFKVXJJHVWV WKDW WKHµUXOH¶LV WKHIXQGDPHQWDOJRDORIDQ
industrial relations system) enables identification of the prevailing processes that 
employer, employee, state and their representing agencies use to determine the rules in 
the Samoan workplace. It suggests that while the worker (union) is considered to be one 
RIWKHNH\DFWRUV¶LQWKHHVWDEOLVKPHQWRIZRUNSODFHUXOHVWKHQDWXUHDQGVFRSHRIXQLRQ
participation and influence on industrial relations decisions in Samoa do not reflect this: 
LQWKHVHQVHWKDWXQLRQVSOD\YLUWXDOO\QRUROHLQ6DPRD¶VLQGXVWULDO relations system.  
  
  iii  
7KHWKHVLVDOVRDWWHPSWVWRXQFRYHUWKHµVKDUHGLGHRORJ\¶WKDWSUHVFULEHVDQGGHILQHVWKH
DFWRUV¶UROHVSUHVWLJHSRZHUDQGLQIOXHQFHRQWKHSURFHVVRIUXOHPDNLQJLQ6DPRD¶V,5
system.  In  doing  so  it  finds  that  Samoan  government  is  the  dominant  player  in  industrial  
relations   in   the   sense   that   the   government   can   unilaterally   make   decisions   and   rules  
regarding   employment   relations   both   at   the   organisational   and   national   level,  without  
the   involvement   of   employers   and   workers.   While   employee   participation   in  
employment   decisions   is   clearly   affected   by   economic,   technological   and   market  
FRQVWUDLQWV RWKHU IDFWRUV UHODWLQJ WR WKH FXOWXUDOO\ QXDQFHG FRQFHSWV RI µUHVSHFW¶
µOR\DOW\¶DQGµWUXVW¶WRZDUGWKRVHZKRKROGVLJQLILFDQWSRZHUDQGDXWKority  appear  to  be  
predominant   influences   in   the   determination   of   rules   in   all   facets   of   Samoan   society.  
This  particular  condition  of  the  Samoan  system  of  industrial  relations  is  explained  with  
UHIHUHQFH WR 'XQORS¶V QRWLRQ RI µVKDUHG LGHRORJ\¶ DQG WKH µORFus   and   distribution   of  
SRZHU¶ZLWKLQZLGHUVRFLHW\ 
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Chapter One: Introduction   
1.0   Problem  Statement  
The main objective of this research is to offer a broad description of the industrial 
relations (IR) system of Samoa with specific emphasis on the process of making rules 
that affect industrial democracy and employee participation and in decisions affecting 
their employment. The analysis involves mapping the Samoan IR system in accordance 
ZLWK -RKQ 'XQORS¶V ,5 6\VWHPV DSSURDFK established in 1958. This is accomplished 
through semi-structured and open-ended interviews with 13 participants: representative 
RIWKHNH\VHFWRUVRI6DPRD¶VODERXUIRUFH 
 
The purpose of this study is first to obtain knowledge about the social, political, 
economic and legal contexts of Samoan society within which the IR system is 
embedded, as a subsystem of the wider community. Second, the research explores the 
nature and scope of employers, employees and state relationships within 6DPRD¶V IR 
system witKUHJDUGWRWKHLUUROHVDQGLQIOXHQFHVRQWKHUXOHPDNLQJDVSHFWRI6DPRD¶V
workforce.    
1.1   Importance  of  topic  
In mapping the IR system of Samoa, the research attempts to uncover the historical 
significance of the socio-political, economic and legal contexts of Samoan society and 
how these impact on the attributes of its IR system. The fundamental questions 
addressed in this research are:  
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1. :KDWDUHWKHWHFKQLFDOPDUNHWDQGSROLWLFDOµFRQWH[WV¶RUµLQSXWV¶WRWKH6DPRDQ
industrial relations system?  
2. :KDW UROHRU UROHVGRHV HDFK µDFWRU¶ LH JRYHUQPHQWHPSOR\HUVRU HPSOR\HU
associations and employees or trade unions) play in that system?  
3. :KDW DUH WKH µSURFHVVHV¶ XVHG LQ WKDW V\VWHP IRU FRQYHUWLQJ WKH µLQSXWV¶ LQWR
µRXWSXWV¶HJJRYHUQPHQWHGict, collective bargaining, arbitration).  
4. :KDWDUHWKHµRXWSXWV¶RUµUXOHV¶WKDWKDYHGHULYHGIURPWKDWV\VWHP" 
 
The specific objectives of the research are:  
1. to understand the current IR system in Samoa and its historical and current 
development;  
2. to identify, in the Samoan context, the degree of employee participation in 
decisions affecting their pay and conditions of employment (either through 
unionism or through other independent representation mechanisms);  
3. to identify potential barriers to employee involvement (such as factors affecting 
employer recognition of trade unions as employee representatives) in industrial 
relations in Samoa;  
4. to fill the gaps in the existing literature on IR systems (which has heretofore 
tended to ignore nuances in those systems in Pacific Island economies) by 
offering an accurate description of the Samoan system of IR.  
 
The importance of this topic stems from its area of focus and purpose. While the 
research is intended to contribute to knowledge of the IR system of Samoa, it is also 
aimed toward encouraging further research in this area: in particular, research with the 
objective of improving industrial relations in Samoa.  
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1.2   State  of  the  field  of  IR  in  the  context  of  Pacific  Island  Countries  (PICs)  
While there is a large body of research on IR in the literature found regarding Britain, 
the United States and other industrially developed economies (Ackers & Wilkinson, 
2003; Edwards, 2003), remarkably little attention has been devoted to study of IR and 
IR systems in small PICs. From the analysis of relevant literature in IR, it becomes clear 
that the vast majority of research has been heavily concentrated on IR systems in 
industrialised countries, which has the consequence that IR as a subject for research and 
practice is most relevant in larger economies and in the Western world.  
 
Recent years have also seen scholars taking an interest in exploring industrial relations 
in developing nations: mainly in South East Asia and other parts of Europe. A variety of 
factors, such as the liberalisation of labour and product markets, heightened levels of 
market penetration as a result of the activities of rising transnational companies (TNCs), 
and other forces of globalization causing convergence in economic and labour 
regulations, may have prompted an interest among researchers to investigate 
employment situations in those countries. 6DPRD¶VH[SHULHQFHLVKRZHYHUGLIIHUent in 
some respects than most other small island economies, particularly in the respect of the 
large omission of unions as valid actors in the system. The history of unionism in 
Samoa points to the fa¶asamoa (Samoan customs and traditions) as significantly 
influential on the potentiality of workers to form collective unions. Overall, this study, 
therefore, highlights the view that the contextual constraints brought about by the socio-
political, economic and legal systems of Samoan society have invariably influenced 
various attributes of its IR system. In addition, the study highlights several international 
IR policies and practices that influence industrial relations in Samoa. For instance, the 
role the International Labour Organization (ILO) plays in the modernisation of labour 
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laws in Pacific nations in order that they conform to International Labour Standards 
(ILS) demonstrates how global influences can impact not only on local government 
policies, but also on the national culture of the region. 
 
With reference to related studies on industrial relations in PICs, the main piece of 
literature on employment relations and IR systems in Samoa and other PICs is found in 
the work of Prasad, Hince, & Snell (2003). In their study, Prasad, et al. briefly highlight 
the roles of the state, trade unions and employers in the establishment of processes 
relating to the determination of working wages and conditions of employment as well as 
the settlement of disputes. It is not surprising that, in all of the seven island states 
included in the study, the government is considered to be the dominant player in the 
industrial relations arena: taking on the dual roles of employer and lawmaker. It is also 
noted that the government is seen as the single biggest employer mainly because the 
public sector comprises the largest proportion of the work community. The private 
sector is identified as having a less significant role when compared with the public 
sector. Employers associations are perceived as the minority, whereas trade unions and 
trade union activities are evaluated in terms of their historical, developmental and 
contemporary contexts. 
 
Many PICs suffer from traditional and usually adversarial relationships between unions 
and governments, which makes it difficult for them to move ahead with labour market 
reforms (UN, 2008). Labour market legislation, in theory, should provide maximum 
protection for workers in PICs, but as it turns out, this provision is dependent on the 
degree to which employers choose to comply with the labour laws: as the Ministries of 
Labour in small island nations are typically understaffed or their staff members do not 
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have the necessary skills and knowledge to advise workers on the appropriate course of 
action to take when dealing with complex issues and large employers. Furthermore, 
most workers operate in an informal sector, such as farming and agriculture, where they 
are not governed by any legislation (UN, 2008). 
 
Though it is widely accepted that IR systems in the South Pacific nations remain as yet 
to be fully explored, their experiences may not be widely different from those of 
western and industrially developed nations. As Prasad, et al. (2003) have acknowledged, 
IR systems in Pacific island nations (Samoa included) have suffered from years of 
neglect due to the lack or absence of a body of research and thorough analysis of IR 
systems in PICs. In this regard, they provide a baseline study for future thematic 
research on IR in the Pacific islands. This present study can be viewed as an effort to 
EULQJ 6DPRD¶V VLWXDWLRQ WR VXUIDFH WKXV FRQWULEXWLQJ WR WKH RYHUDOO NQRZOHGJH RI
industrial relations in the context of small Pacific Island nations; but more than this, it 
can be considered relevant to the future improvement of public policies governing 
employment relations in Samoa.   
1.3   Methodological  framework  
As briefly highlighted above, the focus of the research is on mapping the IR system of 
Samoa. In particular, it investigates the level of employee participation, either through a 
union or as individual workers, in influencing decisions and rules that DIIHFWZRUNHUV¶
employment. In doing so, the research explores the various contexts of wider society 
within which the IR system exists in order to describe and understand the employers, 
HPSOR\HHV DQG JRYHUQPHQW VRXUFHV RI SRZHU DQG LQIOXHQFH DV ZHOO DV WKH µVKDUHG
LGHRORJ\¶ WKDW GHWHUPLQHV WKH rule-making processes of Samoa's working community. 
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7KHDQDO\VLVRIWKHDFWRU¶Vbehaviour, their perceived role and their level of influence on 
employment decisions has been to a large extent contextualised in the social, political, 
legal and economic systems of Samoan society, in order to determine the varying 
LQIOXHQFHVRIWKHVHHQYLURQPHQWDOIDFWRUVRQWKHDWWULEXWHVRI6DPRD¶V,5V\VWHP 
 
The fieldwork, which included face-to-face, semi-structured and open-ended-question 
interviews with selected participants, took place in Samoa over a period of five weeks. 
There were thirteen interviews conducted with government leaders, heads of 
government ministries and statutory government corporations, leaders of unions (staff 
associations), individual employers in the private sector and other independent 
consultants. The researcher also attended a two-day ILO workshop to observe a 
tripartite panel discussion among employers, workers and government on the economic, 
social and political issues currently affecting employment in Samoa. The data obtained 
from the interviews and from the ILO workshop was invaluable: not only because this 
data fulfills the objectives of the present study, but also as it serves to establish the 
groundwork for future research. Given the descriptive nature of this study, the 
researcher obtained a lot of information that could help advance future studies in this 
area.   
1.4   Thesis  Outline  
This thesis contains 5 chapters, as described below, as well as 5 appendices 
 
The current chapter (1) outlines the background of this study and the format of the 
thesis as a whole. Chapter 2 presents reviews on literature relevant to industrial relations 
and the LQGXVWULDO UHODWLRQV V\VWHP ,Q SDUWLFXODU WKH UHYLHZ LV EXLOW DURXQG'XQORS¶V
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systems model of industrial relations, which is used in this study as part of the 
methodological framework undertaken to describe and analyse the industrial relations 
system of Samoa. This chapter also presents an overview of related study on IR systems 
in small PICs. Chapter 3 then presents the selected methodology that was used to obtain 
and analyse the data. Chapter 4 provides the key findings and analysis from face-to-face 
interviews with 13 participants, representing the employers, employees and state and 
their agencies in the IR system of Samoa, as well as the findings from data obtained 
through various publications on the topic. Discussions in Chapter 4 focus largely on the 
impacts of the socio-political, economic and legal systems pertaining to various 
attributes of the IR system, with particular emphasis on how these systems have 
IDFLOLWDWHG DQGRU FRQVWUDLQHG WKH HPSOR\HUV¶ HPSOR\HHV¶ DQG WKH VWDWH¶V UROHV JRDOV
perceptions, values and relationships and have thereby influenced the processes that 
actors use to determine the workplace rules. Chapter 5 concludes the study through an 
articulation of the main findings, a brief description of the limitation in the criteria for 
selecting interviewees, an account of the implications of the findings and lastly a 
presentation of a set of proposed topics for future research.   
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Chapter Two: Review of literature related to the study   
2.0   Introduction  to  the  chapter  
This chapter brings into view the scope and nature of industrial relations, with specific 
HPSKDVLVRQWKHµ,QGXVWULDO5HODWLRQV6\VWHPV¶DSSURDFKDGYDQFHGE\3URIHVVRU-RKQ7
Dunlop in his book of the same name (1958) 'XQORS¶V DSSURDFK WR WKH VWXG\ RI
industrial relations (IR) remains to this day the dominant paradigm or conceptual 
framework for the study of industrial relations; therefore, his approach serves as the 
basis for the present study.   
 
7KHFKDSWHUEHJLQVE\GHILQLQJWKHFRQFHSWRIDQLQGXVWULDOUHODWLRQVV\VWHP'XQORS¶V
PHWKRGRORJ\RIIHUVDPHDQVRIGHVFULELQJLQJHQHUDOWHUPVKRZYDULRXVµLQSXWV¶IURP
the environment ² e.g., labour, capital, technology and management skill ² are 
FRQYHUWHGWKURXJKDUDQJHRIµSURFHVVHV¶LQWRFHUWDLQRXWFRPHV$QLQGXVWULDOUHODWLRQV
V\VWHPDVGHVFULEHGE\'XQORSDOVRLVGHSHQGHQWXSRQWKHYDU\LQJUROHVRIWKHµDFWRUV¶
in that system, recognizing the traditional industrial processes of collective bargaining 
and trade unionism as means of rule-making.  
 
Both the study of industrial relations and application of the systems model focus on 
outcomes most closely associated with the intHUDFWLRQVRUµUHODWLRQV¶RIHPSOR\HHVDQG
HPSOR\HUV DQG WKH µZHE RI UXOHV¶ FRQFHUQLQJ HPSOR\PHQW WKDW WKH\ DQG WKHLU
organisations, along with government, establish to govern employer-employee relations. 
For this reason, while productivity per se is a system outcome, it is not a principal focus 
of industrial relations. Similarly, industrial democracy and employee participation may 
be perceived as possible outcomes of the system, typically in the form of work rules, 
albeit they are not a primary goal of the systems model.   
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Dunlop, in Industrial Relations Systems (1958) notes that an IR system can be thought 
of as being embedded in broader social contexts. In Collective Bargaining and 
Industrial Relations, Kochan (1980) observes that like any complex social context, IR 
systems are best understood by identifying and analyzing their various components and 
how these interact with one another to produce certain outcomes. 
 
To this end, this chapter discusses the various debates for and against the relevance and 
limLWDWLRQVRI'XQORS¶VPRGHO E\PHDQVRI D UHYLHZRI WKH OLWHUDWXUHRQ ,5 V\VWHPV
*LYHQ WKDW'XQORS¶V LQWHQWLRQ (1958) was to develop a model ² not a theory ² that 
could be applied to any national context, what this chapter offers in this regard is a 
generDOFULWLTXHRI'XQORS¶VDSSURDFKWRWKHVWXG\RI,5V\VWHPV 
 
$VSDUWRIWKLVJHQHUDOFULWLTXHRI'XQORS¶VV\VWHPVDSSURDFKFKDSWHU2 also considers 
the difficulties associated with applying this approach to the study of industrial relations 
in small island economies. Specific emphasis is placed on seeking reasons why this 
approach has rarely been applied to the study of industrial relations in Pacific Island 
Countries (PICs). This discussion concludes with an overview of the literature on IR 
systems in PICs. 
 
2.1   Definition  of  an  industrial  relations  system  
The term industrial relations (IR)RUDVVRPHSUHIHUµHPSOR\PHQWUHODWLRQV¶FDPHLQWR
common use in Great Britain and North America in the 1920s. Since the 1980s, in most 
industrially developed natiRQVWKHWHUP,5KDVEHHQMRLQHGE\UHODWHGWHUPVµSHUVRQQHO
PDQDJHPHQW¶ 30 DQG µKXPDQ UHVRXUFH PDQDJHPHQW¶ +50 DOO WKUHH RI ZKLFK
denote a practical activity (the management of people) and an area of academic enquiry 
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(Edwards, 2003)7KHWHUPµLQGXVWULDOUHODWLRQV¶FDQEHXVHGLQWZRZD\VLQWKHPRUH
inclusive sense it refers to all relationships between managers and employees within the 
industry and in a community, whereas in a more restricted sense it refers only to 
collective relations between unions and employers (Parker, Brown, Child, & Smith, 
1967) ,Q WKLVZD\ ,5PD\EHVWEHXQGHUVWRRGDV µDOO WKHDUHDVRIVWXG\DQGSUDFWLFH¶
that are concerned with employment functions in modern public and private enterprise; 
these functions involve workers, unions, managers, government and the various facets 
of the community at large. In short, the study of industrial relations is concerned with 
who makes the rules governing labour-management relations in the workplace, the 
nature of those rules, and how they are administered and regulated (Morley, Gunnigle, 
& Collings, 2006). Furthermore, IR is also defined as a system of strategic choice; 
collective action by labour, business and governments; and the mutual relationships of 
conflicts, cooperation and power, affecting the content and regulation of employment 
relations (Boer, Benedictus, & Meer, 2005).  
 
While the search for a rigorous and analytical definition of thHWHUPµLQGXVWULDOUHODWLRQV
V\VWHP¶LVQRWLFHDEO\GLIILFXOWWKHYHU\IDFWLWLVVRVHUYHVWRKHLJKWHQWKHLPSRUWDQFHRI
further study in the field of industrial relations. For Dunlop, the struggle to provide an 
exact definition takes account of two key factors: first, an understanding of what we 
PHDQE\µV\VWHP¶D WHUPZKLFKLQUHFHQW\HDUVUHFHLYHGJUHDWHUDWWHQWLRQDQGH[SOLFLW
use in the literature to describe features characteristic of labour-management practices 
of one country as distinguished from others. Second, the use of the concept of industrial 
relations system is to facilitate analysis among different sectors within a country (e.g. 
private or public sector), or among different countries.  
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,QDQDWWHPSWWRFRQFHSWXDOL]HWKHWHUP³V\VWHP´'XQORp (1958) produces two relevant 
texts; the System of Industrial Relations in Great Britain and the American System of 
Industrial Relations QHLWKHU RI ZKLFK E\ DQ\PHDQV LQWHQG WR UHIHU WR D µV\VWHP¶ DV
µSODQQHGRUGHU¶ UDWKHU'XQORSFKRRVHV WRGHDOZLWK Whe critical matters pertaining to 
the relationships between employers and employees that often emerge in an extremely 
involved and haphazard fashion. As noted in Dülfer (1996), it was the merit of the 
systems model produced by Dunlop that for the first time industrial relations between 
WKHUHOHYDQWDFWRUVZHUHFRQYLQFLQJO\JUDVSHGDQGSUHVHQWHG'XQORS¶VV\VWHPVPRGHO
based on a more institutional approach, was primarily concerned with the fundamental 
UHODWLRQVKLSVEHWZHHQDFWRUVDQG WKHDFWRUV¶ LQWHUDFWLRns with their environment, more 
so than with the processes by which these interactions are created and subsequently 
changed.  
 
2.2   ǯ  
An IR system is an abstraction comprised of certain actors, certain contexts, an ideology 
that binds the system together, and a body of rules that regulate the actors in the 
workplace and in the work community (Dunlop, 1958)7KHµZHERIUXOHV¶DVLGHQWLILHG
by Dunlop is the dependent variable in this case, while the independent variables are the 
contexts (i.e. technology, markets and the distribution of power in the wider society) 
and the ideology of the system. The relationships of an IR system as discussed by 
Dunlop are illustrated in Figure 1.  
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Figure 1:  The relationships of an industrial relations system 1  
 
A central task of an IR system is to provide a conceptual framework for organising 
knowledge about industrial relations and for describing why particular rules are 
established in particular industrial relations systems as well as how and why they change 
in response to factors affecting the system. In addition, an IR system may help to define 
why outcomes vary from one setting to another. For example, wage rates for a particular 
group of workers might be best understood as reflecting the interactions between unions 
and management (via collective bargaining) within the constraints of a particular, 
technological, market and community environment. In other words, an IR system is                                                                                                                 
1 Source: Rudman (2002) 
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structured in such a way that it would provide a more encompassing framework for the 
analysis of environmental changes, which often demand the attention of the actors to 
review existing rules and/or to formulate new rules for the workplace. Therefore, any 
change or variation in work rules is a possible reflection of the interdependency of 
various constituents of an IR system on one another. For example, changes in rules 
governing minimum wage and conditions of employment may come about as a result of 
local governments responding to global market competition and other economic factors: 
albeit these influences are usually considered as external to the internal workings of an 
,5V\VWHP7KXVWKHQRWLRQRIµLQWHUGHSHQGHQF\RIWKHFRQVWLWXHQWV¶RIDQ,5V\VWHPRQ
one another as discussed by Dunlop implies that the system could not act in an 
autonomous or independent fashion; instead, the system is shaped, at least to some 
extent, by its technological, market and political contexts.  
 
In general, Dunlop views an IR system as a subsystem on its own rather than as part of 
a wider economic context: though it will partially overlap with the economic and 
political contexts (Leat, 2007). This view suggests that while the wider society is seen 
as providing certain external constraints and influences, which may help shape the 
industrial relations system, it does not completely dominate the employment 
relationship. Dunlop also identifies three separate analytical problems that need to be 
distinguished in the industrial relations framework. The first of these is concerned with 
the relation of an IR system to the society as a whole; the second refers to the relation of 
an IR system to the economic context; and the third concerns the inner structure and 
characteristics of an IR system itself. 
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The relation of an IR system to the society as a whole considers the overall socio-
political and legal context of a nation. This implies that everyone within the society, 
whether employed or not, will be affected by and have influence on, the structure of the 
IR system in some way. The economic subsystem is also vital as it helps to determine 
the outcome of wage negotiations between employers and workers (or their unions). It 
allows the state to intervene whenever necessary to ensure that the economic interests or 
concerns of each party are within reason and without excessive demands from either 
SDUW\ WR WKH HIIHFW RI DGYHUVHO\ LPSDFWLQJ WKH QDWLRQ¶V RYHUDOO HFRQRPLF VWDWXV 7KH
inner structure and characteristics of an IR system focus on the rule-making aspects of 
the workplace and work community, which may be direct outcomes of societal 
influences, other environmental factors, or negotiations between employers and unions 
through mechanisms such as collective bargaining, joint consultations or tripartism. 
These mechanisms, as discussed by Dunlop, can help form the IR system, but they do 
not necessarily amount to any specific or predetermined outcome, mainly because an IR 
system will be constrained by its environment. For instance, utilizing a joint 
determination process for creating workplace rules does not necessarily assume an equal 
participation from management and workers in the rule-making process. Collective 
bargaining, though it portrays, or at least can be perceived as, the principal process for 
setting employment terms and disputes, is not inherent in an IR systems model. It is the 
rules that will always be the basic element of an IR system (Dunlop, 1987).  
 
In view of the rule-making process, one might argue that if these processes are to be 
adopted from advanced and industrialized economies for use in smaller and developing 
nations, their effectiveness will largely be dependent upon the leaders and rule-making 
DXWKRULWLHV RI WKDW SDUWLFXODU LQGXVWU\ RU QDWLRQ ,Q DGGLWLRQ WKH DFWRUV¶ UHODWLRQVKLSV
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within the system will invariably be constrained by various environmental factors that 
may often lead them to make rules that are not necessarily in the best interests of all 
parties. These constraints and environmental contexts may also vary from one country 
to another. 
 
2.3   The  major  components  of  an  IR  Systems  Model  
Dunlop identifies the major components of an industrial relations system as: 
1.   The actors (workers and their organisations, management, and 
government).  
2.   Contextual or environmental factors (labour and product markets, 
technology, and community or "the locus and distribution of power 
in the larger society" [from Dunlop's Industrial Relations Systems]).  
3.   Processes for determining the terms and conditions of employment 
(collective bargaining, legislation, judicial processes, and unilateral 
management decisions, among others).  
4.   Ideology, or a minimal set of shared beliefs which enhance system 
stability, such as the actors' mutual acceptance of the legitimacy of 
other actors and their roles.  
5.   Outcomes, including wages and benefits, rules about work relations 
(e.g., standards for disciplinary action against workers), job 
satisfaction, employment security, productive efficiency, industrial 
peace and conflict, and industrial democracy.  
 
The precise nature of the relationships among the various components of the systems 
model may vary significantly with the level of analysis and from one system to another. 
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For example, at an enterprise level, the rules may be best understood as an 
HQYLURQPHQWDO µFRQWH[WXDO¶FRQVWUDint upon the immediate parties to the employment 
relationship (workers, management, and possibly unions). This suggests that the rules 
are the outcomes that, in turn, influence the inputs (albeit in a later period) through their 
effect on the environment (µFRQWH[W¶ $W WKH QDWLRQDO OHYHO ,5 V\VWHP RU V\VWHPV
legislation can be viewed as a process by which the relevant parties (via the state) 
establish terms and conditions of employment, or the rules that workers and 
management must abide by in establishing those terms and conditions. Thus, when 
comparing IR systems at any given level of analysis, the roles of the various actors may 
differ (Encyclopedia of Business, 2009). For example, unions may play a critical role in 
one system and virtually no role in aQRWKHU 7KH H[WHQW WRZKLFK WKH DFWRUV¶ UROHV LQ
influencing employment decisions may also vary across industries within a nation 
perhaps is best illustrated by public sector employment, where the government is also 
the employer. 
 
As an open system, the IR systems model has proven useful and endured in that it can 
be extended and modified to include other critical environmental factors: such as the 
SUHYDLOLQJQDWLRQDOFXOWXUH WKH DFWRUV¶ OHDGHUVKLSVW\OHVDQG WKHVWUDWHJLFFKRLFHV WKDW
leaders make in sustaining that system. One example of how an IR systems model can 
be extended is noted in Meltz (1991) with his inclusion of the role of cultural values in 
his distinction of environmental factors.  
 
2.3.1 The actors in an IR system 
Dunlop identifies the actors as (1) a hierarchy of managers and their representatives in 
supervision, (2) a hierarchy of workers (non-managerial) and their representatives that 
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exist in the form of unions, work councils and other forms of representation, (3) 
specialized government agencies (and specialized private agencies created by managers 
and workers) concerned with workers, enterprises, and their relationships.  
 
The first two actors as described by Dunlop are directly related to each other in the 
sense that managers are responsible for giving instructions and for the day-to-day 
management of the workforce, and workers are employed to serve the means of the 
management by following managerial instructions in the performance of their 
prescribed duties. Although workers may be saiG WR EH µXQorganisHG¶ DW VRPH HDUOLHU
stage in the employment relationship, they will eventually develop certain norms, 
conduct, culture and attitudes toward managers that will, in turn, cause them to be an 
µorganisHG¶ JURXS ,Q RWKHU ZRUGV WKH YDOXHV DQG norms that workers themselves 
develop at an earlier stage of the employment relationship, often through informal and 
social networking with their like-minded peers, will later define who they are and what 
their roles might be in the employment relationship. As Dunlop (1958) puts it, 
µ«ZRUNHUV LQDFRQWLQXLQJHQWHUSULVHDUHQHYHUXQorganised. The formal hierarchy of 
workers may be organised into several competing or complementary organisations, such 
DVZRUNFRXQFLOVXQLRQVDQGSDUWLHV¶(p. 8).  
 
The hierarchy of managers, as Dunlop explains, need not necessarily be defined by their 
ownership of capital or business, as managers may be employed in the public or private 
VHFWRURUSHUKDSVWKURXJKDFRPELQDWLRQRI WKHWZR0DQDJHUV¶UROHVDQGDXWKRULW\LQ
the rule-making process within an IR system may also vary significantly among various 
sectors of industry. Dunlop describes the specialized government agencies as 
performing various and distinct functions within the system, depending on the scope of 
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their responsibilities. In some IR systems, the specialized government agencies may 
have broad and decisive functions to override the hierarchy of managers and workers. 
As an example, the state may pass laws regarding a minimum wage and other 
conditions of employment without engaging in any form of confrontation with 
employers and worker representatives. If that is the case, the decision-making capacity 
of managers and employees concerning these employment matters may be minimal. In 
other IR systems, the role of specialized government agencies, at least for many 
purposes, may be as minor and restricted as to allow managers and workers to directly 
deal with their relationships without reference to government agencies. In other 
systems, the hierarchy of managers or workers may be assigned a relatively narrow role 
(Dunlop, 1958). 
 
The distinctions and variations among national IR systems may be attributed to various 
factors such as the differences in management (and union) ideologies, national cultures, 
strategic choices DQG WKH XQGHUO\LQJ SULQFLSOHV WKDW GHILQH WKH DFWRUV¶ UROHV LQ WKH
system. For instance, Flanders (1970, p. 93) observes that the origins of differences in 
QDWLRQDO V\VWHPV DUH WR EH IRXQG LQ ³FHUWDLQ XQGHUO\LQJ SULQFLSOHV H[SUHVVLQJ YDOXH
judgments, whicK DUH EURDGO\ DFFHSWHG WKURXJKRXW WKH QDWLRQV´ 7KHVH XQGHUO\LQJ
values, as defined by Flanders (in Britain they were economic freedom and peace), have 
institutional consequences.  
 
%\ HVWDEOLVKLQJ SURFHVVHV WKDW DOORZ ZRUNHUV¶ HPDQFLSDWLRQ LQ RUGHU WR H[Sress a 
legitimate voice and that allow differences to emerge, managers will be able to channel 
such differences into more productive outcomes for employers and employees. As 
Gollan, Markey & Ross (2007) observe, new forms of institutions: such as work 
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councils, joint management, empowerment and quality circles, serve as recognition that 
value creation is an essentially social process and that organisational sustainability 
depends on legitimate social governance. 
 
2.3.2 The contexts of an IR system 
Dunlop identifies the actors and their organisations as located within an environment: 
defined in terms of technology, labour and product markets, as well as the distribution 
of power in wider society as it impacts upon individuals and the workplace. While these 
features of the environment are determined by the wider society and its subsystems (for 
example, economic, political), they are not explained within an IR system (Dunlop, 
1958).  
 
The first environmental context as explained by Dunlop is the technological 
characteristics of the workplace. These have far reaching consequences, as they can 
influence the form of management and employee organisation, the problems posed for 
supervision, many of the features of the required labour forces (including the skill level 
and the education required of the workers), and the potentialities of public regulations 
(for example, occupational safety and health regulations, business conduct and ethics 
laws, etc). Further, the technological characteristics of the workplace often determine a 
range of other factors including the size of the workforce, the product and services to be 
provided and their essentiality to the health and safety or the economic development of 
the community as a whole, the location of the business, the stability and duration of 
employment and so on. 
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'XQORS¶VVHFRQGHQYLURQPHQWDOFRQWH[WLVWKHPDUNHWDQGEXGJHWDU\FRQVWUDLQWVIDFLQJ
the organisation. While these constraints are usually a direct concern of the managerial 
hierarchy, they will necessarily condition all others in the system in the sense that 
workplace rules and decisions affecting employment relationships are susceptible to 
market conditions. In modern society, the highly competitive global market puts 
considerable pressure on organisations, especially those operating in small economies, 
and on nations to compete, thus affecting national decisions on the type of IR systems to 
implement. Budgetary constraints may also pose enormous challenges on the ability of 
the enterprise or the nation to produce sophisticated and high quality products, which in 
turn can affect the employment prospects for workers with regards to secure and long-
term employment and reasonable wages. 
 
The third context is the locus and distribution of power throughout the wider society, 
within which a particular IR system exists as a subsystem. Dunlop describes the 
distribution of power among the actors in society as reflected within the IR system; each 
DFWRU¶VSUHVWLJHSRVLWLRQDQGDFFHVVWRWKHOHJLWLPDWHDXWKRULW\ZLWKLQWKHZLGHU society 
VHUYHV WR VKDSHDQGFRQVWUDLQDQ ,5V\VWHP)RU'XQORS³WKHFRQFHUQ LVQRWZLWK WKH
distribution of power within the industrial-relations system, the relative bargaining 
powers among the actors, or their controls over the processes of interaction or rule 
setting. Rather the reference is to the distribution of power outside the industrial-
UHODWLRQVV\VWHPZKLFKLVJLYHQWRWKDWV\VWHP´ (Dunlop, 1958, pp. 11-12).  
 
2.3.3 The ideology of the IR system 
The ideology, or set of ideas and beliefs commonly held by the actors, helps to integrate 
WKH V\VWHP LQWR ZLGHU VRFLHW\ 7KH LGHRORJ\ RU LQ .HUU¶V (1983) WHUP µVKDUHG
Chapter  Two:  Review  of  literature  related  to  the  study   21  
Mapping  the  Industrial  Relations  System  of  Samoa:  An  assessment  of  industrial  democracy  and  employee  
participation  in  employment  relations  decisions  in  a  Pacific  Island  Nation.  
XQGHUVWDQGLQJV¶LVDERG\RIFRPPRQLGHDVFUHDWHGE\WKHV\VWHPWKDWGHILQHVWKHUROH
of each actor and defines the ideas that each actor holds toward the place and function 
of the others. The concept of the system ideology is expanded on by Kerr (1983), with 
the idea that each of the actors in an IR system may have their own individual ideology. 
+RZHYHU µDQ ,5V\VWHPUHTXLUHV WKDW WKHse ideologies may be sufficiently compatible 
and consistent as to permit a common set of ideas which recognize an acceptable role 
IRUHDFKDFWRU¶ (Dunlop, 1958, p. 8). For instance, in Great Britain, the philosophy of 
µYROXQWDULVP¶FDQEHJHQHUDOO\UHJDUGHd as the common and accepted set of ideas that 
defines the roles of the actors within a particular system (see Flanders, 1965; Flanders & 
Clegg, 1954). The voluntarism ideology is essentially that managers and employees and 
their representative institutions should be left to resolve problems, difficulties and 
conflicts on their own without the intervention of government and, in particular, without 
the intervention of the law (Leat, 2007, p. 28). 
 
2.4   The  conversion  process:  feedback  loop  
In the IR system, as with any system, the inputs are converted into outputs: such as the 
rules governing work and work relationships, wage rates and industrial democracy to 
name a few. This conversion occurs through the application of various processes, 
including collective bargaining, joint determination and the unilateral rule-making 
DXWKRULW\RIPDQDJHPHQW$WWKHWLPHRI'XQORS¶VZULWLQJWKHPRVWGRPLQDQWSURFHVV
in the USA, the UK and other industrially developed countries was collective 
bargaining: a process through which the parties involved, namely the employers and 
trade unions, seek to resolve industrial disputes and jointly establish work rules, both 
substantive and procedural (Leat, 2007). Other processes include the unilateral 
determination of rules and dispute resolutions by either party, through the process of 
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conciliation or arbitration. The state may also intervene in the settlement of disputes and 
in determining rules through the mechanism of state legislation. 
 
Within the IR environment, actors interact with each other, negotiate and use economic 
and political power in determining the rules that are the output of an IR system. Dunlop 
classifies these rules as substantive and procedural rules. Substantive rules are 
outcomes, such as the rate of pay and hours of work that are determined by the 
procedural rules. Procedural rules comprise both the rules governing the determination 
of the rate of pay (substantive) and they have the function of setting procedures and 
processes that govern the behaviour and interaction between the participating parties in 
order that they may reach decisions or make rules. Flanders (1965) provides a useful 
description of substantive and procedural rules in the clauses of a collective agreement. 
On the one hand, the procedural clauses regulate the behaviour of the parties (i.e. trade 
unions and employers or their associations) to the collective agreement as they deal with 
the methods to be used and the stages to be followed in the settlement of disputes. The 
substantive clauses on the other hand are concerned in particular with the rates of pay 
and other conditions of work, the segments covered by the collective agreement. As 
Leat (2007, p. 7) VWDWHVµZKLOHWKHUXOHVDUHWKHRXWFRPHVRI WKHV\VWHPWKH\DUHDOVR
the product of a range of inputs and utilization of particular processes for the 
GHWHUPLQDWLRQRIWKHUXOHVDQGIRUWKHUHVROXWLRQRIFRQIOLFWV¶,QDGGLWLRQWKHSURFHVVHV
through which the rules of the work community are determined may vary considerably 
from one country to another as to the precise nature of the environmental context in 
which the IR system exists (Locke, Kochan, & Piore, 1995).  
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6RPHZULWHUV KDYH FULWLFL]HG'XQORS¶V HPSKDVLV RQ WKH µUXOHV¶ DV HVVHQWLDO LQ DQ\ ,5
FRQWH[W)RULQVWDQFH5RFKH¶V(1986) criticism of the systems model is that it is geared 
literally to the study of rules alone, and overlooks the relevance of other social 
processes in an organisation, such as the balance of power between the unions and 
management, the notion of control in the workplace, and the level of trust between the 
SDUWLHV,QGHHGRQHRIWKHPDLQFULWLFLVPVRI'XQORS¶VV\VWHPVPRGHOLQSDUWLFXODUWKH
emphasis on procedural rules, is that it is more concerned with a descriptive approach in 
explaining how unions and management work within given rules and institutions than 
with seeking to explain why employment relations develop as they do (Briges & 
Villemez, 1994; Margerison, 1969). Such descriptive approach, notes Marsh (1969, p. 
261)LVQRZµQRWWKHPRVWKLJKO\SUDLVHGDFDGHPLF technique, though it was that used 
by the Webbs (Webb and Webb 1897) whose Industrial Democracy became such a 
ODQGPDUNLQWKHLQGXVWULDOUHODWLRQVILHOG¶ 
 
It is argued that any change in the rules governing the performance of work inevitably 
raises issues of the relative power of the actors to achieve an alteration of the rules that 
is advantageous to them. The sources of power held by each actor enabling them to 
influence work rules may arise from the environment, for example the strategic position 
of certain groups of workers in relation to the technology of a plant, whereas some 
belong to the actors themselves, such as the capacity of management to close a plant or 
WKHZRUNHUV¶FDSDFLW\WRVWULNH(Dunlop, 1958)7KHµSRZHURIWKHDFWRUV¶LQWKHODUJHU
society (as Dunlop puts it), especially the links between the actors and political parties 
and power-groupings in the community, are also critical as these links can have 
significant effects on the rule setting process. Kirkaldy (1947) argues that industrial 
relations in any given country is intimately connected with the forms of its political 
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government; and the objective of an industrial organisation may vary from purely 
economic to purely political ends. 
 
Although the power held by each party can influence rule and decision-making, it is 
essential to note that an IR system does not presume an equality of power of influence 
DPRQJWKHDFWRUVLQWKDWµHYHQLIWKHZRUNHUVZHUHGHYRLGRIDQ\YRLFHRUorganisation, 
an IR system would still set the rules of the workplaces with the involvement of the 
HPSOR\HUVDQGJRYHUQPHQW¶(Markley, 1993, p. 2). The rules that govern behaviour in 
the workplace and work community could be expressed in a variety of forms. For 
example, they could be regulations produced by its managerial hierarchy, the rules laid 
down by any worker (or union) hierarchy, the order of governmental agencies, 
collective agreements and the customs and traditions of the work community (Jackson, 
1991). As Flanders (1965) points out, the procedural and substantive rules regulate 
different sets of relationships. Relations that are usually regulated by procedural rules 
have sometimes been called collective relations since they involve representative 
organisations, but they are not confined to trade unions and ePSOR\HUV¶ DVVRFLDWLRQV
The state, society, management and work groups can also participate in collective 
relations. 
 
2.5   ǯ  
The literature on IR has provided some useful insights into IR systems: in particular, the 
debates that have contributed to our general understanding of IR systems and more 
LPSRUWDQWO\WKHHQGOHVVHIIRUWVRIFULWLFVWRLGHQWLI\WKHOLPLWHGDSSOLFDWLRQVRI'XQORS¶V
IR systems model. For the most part (Schienstock, 1981; Shalev, 1980; Singh, 1976; 
Walker, 1977), the systems model has been criticized for its lack of theoretical content 
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LQ VSLWH RI'XQORS¶V DSSHDO IURP WKH RXWVHW RI KLV LQTXLU\ WKDW KH GLG QRW LQWHQG WR
devise a theory of IR. In a similar vein, Adam (1991) criticizes the model for its 
inability to stimulate hypothesis-testing research, but as Meltz (1991) observes, this is 
due to a lack of interest among industrial relations scholars in testing hypotheses. 
Further, some criticisms of the IR systems model include judgments such as the claim 
that it is too static and thereby fails to specify how changes occur in IR (e.g. declines in 
unionism); that its view of ideology is too simplistic; or that it is too deterministic or 
does not encourage sufficient appreciation for strategic choices made by the actors 
(Howard & Palmer, 1993). 
 
:KLOH D QXPEHU RI SHRSOH KDYH DUJXHG WKDW WKHUH LV FRQVLGHUDEOH PHULW LQ 'XQORS¶V
work (see Craig, 1970; Dülfer, 1996; Flanders, 1965; Kerr, 1983; Kochan, Katz, & 
McKersie, 1986), some have noted that the systems model is deficient in certain 
UHVSHFWV DQG WKDWPRGLILFDWLRQV DUH HVVHQWLDO'XQORS¶V V\VWHPVPRGHO KDV JDLQHG WKH
support of some British writers: such as Flanders, who defines IR and systems of IR as 
a study of institutions of job regulation. He argues that the core of an IR systems model 
involves the study of certain regulated or institutional relationships in the industry and 
that not all relationships associated with the organisation within an industry are relevant.  
The systems model does not include, for example, the cartel agreements among firms or 
their trade associations, or the relationships which they have with their customers and 
with the community at large. Further, he notes that an IR systems model is only 
concerned with matters that are directly associated with the employment functions; the 
relations between the business enterprise and its employees and among employees 
themselves. The relationship between employers and employees is to be placed in the 
legal setting, usually in the form of contracts of employment, which represent, in 
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common speech, jobs. He argues that an industrial relations system is best viewed as 
one of the rules that appears in different guises: in legislation and statutory rules, in 
trade unions legislation, collective agreements and arbitration awards.  
 
An IR systems model, as described by Dunlop (1958) and in a similar vein by Flanders 
(1965), is criticized by Bain & Clegg (1974) who suggest that there are two central 
defects in the systems approach. First, an IR system should be regarded as a model, 
within which facts about employment relationships may be organised, and must not be 
PLVXQGHUVWRRG DV KDYLQJ SUHGLFWLYH YDOXHV LQ LWVHOI )RU LQVWDQFH 'XQORS¶V YLHZ RI
ideology, or the set of ideas that binds the system together, might be taken to imply that 
DQ ,5 V\VWHPV PRGHO LV µDFWXDOO\¶ VWDEOH DQG LQWHJUDWLYH DQG µQHFHVVDULO\¶ VWULYHV WR
SHUSHWXDWH LWVHOI 7KH\ DUJXH WKDW 'XQORS¶V HPSKDVLV RQ µLGHRORJ\¶ VXJJHVWV WKDW
sources of conflict and cooperation, order and instability in an IR system are being 
ignored, when they may in fact be of equal relevance to the problem. A similar view is 
expressed by Hyman (1975) who argues that stability and instability must be treated as 
of equal significance as system outcomes. Second, the systems model largely omits 
behavioural variables (e.g. human motivations, perceptions and attitudes) that are 
HVVHQWLDO WR WKHIXOOUHDOL]DWLRQRI WKHDFWRUV¶YDOXHVEHOLHIVDQGJRDOV:KLOHLWZRXOG
present an enormous challenge for researchers to include all variables, because of the 
extent to which the analysis may vary among sectors or among nations, to ignore the 
aims and interpretations of the actors would seem to hinder significantly an 
understanding of job regulations. Thus, if IR operate as a system at all, it is a much 
PRUHRSHQV\VWHPWKDQLQ'XQORS¶VPRGHO 
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Blain & Gernard (1970) generally accept the systems model as useful, but also point out 
that: 
The  focus  is  on  the  structure  of  an  IR  sǮǯ
behavioural   dynamics   of   the   system.   In   the   model,   the   actors   are   viewed   in   the  
     Ǥ     Ǯ  ǯ
they   are   presented   as   formal   or   informal   organisational   hierarchies,   rather   than  
behavioural   mechanisms   that   are   themselves   in   a   continuous   state   of   change.  
Because   the   actors   in   any   industrial   relations   system   are   seen   mainly   as  
organisational   phenomena,   the   model   does   not   explain   how   they   determine   the  
processes  of  the  system  (p.  390).  
 
6LPLODUO\+\PDQ	%URXJK¶V(1975) critique of the systems model also identifies the 
dynamic nature of social relationships and the need for an historical dimension. They 
argue that IR systems are far from being compatible, integrated and stable, but rather 
are full of contractions that could be exploited by the conscious organisation of workers 
in the face of change. To describe industrial relations as the study of a system of rules 
(Dunlop, 1958) or as a study of the µLQVWLWXWLRQVRIMREUHJXODWLRQ¶(Flanders, 1965) is to 
µIRFXVRQKRZFRQIOLFWLVFRQWDLQHGDQGFRQWUROOHGUDWKHUWKDQRQWKHSURFHVVHVWKURXJK
ZKLFKGLVDJUHHPHQWVDQGGLVSXWHVDUHJHQHUDWHG¶(p. 11).  
 
Somers (1969) FULWLFL]HV'XQORS¶V,5V\VWHPVPRGHOIor its simplicity, hence its failure 
to identify the complexities of the processes by which, according to Somers, certain 
inputs should produce certain outputs. Somers has argued that, 
Although   Dunlop   may   be   able   to   show   a   relationship   between   certain   types   of  
environmental  context  and  certain  rules  and  decisions  at  the  workplace,  his  system  
does   not   trace   any   sophisticated   process   by   which   the   inputs   must   result   in   the  
outputs.   He   can   do   this   only   in   the   most   rudimentary   fashion   because   rules   and  
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decisions  are  products  of   the  minds  and  emotions  of  men,  and  they  result   from  the  
environmental   changes   only   as   these   changes   are   registered   in   the   minds   and  
emotions  (p.  20).  
 
The critique of the systems model due to its simplicity has influenced the work of 
otherV IRU H[DPSOH&UDLJ¶V (1970) construction of an input-output model. Craig was 
confronted with a question of how the environmental forces (cultural, legal, economic, 
HWFLQWHUDFWLQJZLWKWKHDFWRUV¶JRDOVYDOXHVDQGFDSDFLWLHVWKURXJKFHUWDLQSURFHVVHs 
(collective bargaining, unilateral action by management or labour) result in the rules 
which are the output of the system. When Gill & Golding (1980) SXW'XQORS¶VV\VWHPV
PRGHOLQDµWHVW¶DVDWUDLQLQJLQWHUYHQWLRQLQPDQDJHPHQWHGXFDWLRQWKH\FULWLFL]ed the 
PRGHO IRU LWV ODFN RI DWWHQWLRQ WR µKLVWRU\¶ HLWKHU DV DQ µH[WHUQDO¶ RU µLQWHUQDO¶
environmental influence. In response to this criticism, Walker (1981) points out that 
'XQORS¶VV\VWHPVPRGHODQGDOWHUQDWLYHO\&UDLJ¶VLQSXW-output approach) is inherently 
historical in nature. For example, the output of the system feeds back on the system, 
possibly producing change, and in any case, there is no reason why any element in the 
V\VWHP VKRXOG QRW FKDQJH RYHU WLPH ³+LVWRU\ LV LQ WKH DFWRUV QRW RQO\ LQ WKH
environment, in the form of attitudes they absorbed during their lifetime, and perhaps in 
WKHIRUPRIKLVWRULFDOO\KDOORZHGREMHFWLYHVRUYDOXHV´(Walker, 1981, p. 25). He argues 
WKDW'XQORS¶VLGHDRISRZHUGLVWULEXWLRQZLWKLQDQGRXWVLGHDQ,5V\VWHPUHIOHFWVWKH
goals and values of the actors and the degree to which these are sufficiently compatible 
WRSHUPLWDQ,5V\VWHP¶VFRQWLQXHGH[LVWHQFH7KLVVXJJHVWVWKDWif the goals and values 
of some actors reject the possibility of any role at all for one or more of the other actors, 
there will be no IR system, only a political one. For example, where unions are seen as 
³WUDQVPLVVLRQ EHOWV´ IRU WKH UXOLQJ SDUW\ DV LQ &ommunist countries and corporate 
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states, the state ensures that industrial relations are part of the apparatus of the state 
(p.25). 
 
Leat (2007) views the systems model as a mechanism for securing the objectives of the 
parties involved: whether this constitutes, for example, the resolution of conflicts 
between immediate parties and their representatives; the participation and involvement 
of workers in decision making or control of the labour process; the handling of 
grievances and the management of discipline; or the pursuit and achievement of equal 
opportunities. Wood, et al., (1975) share a similar view of an IR system as a rule-
PDNLQJµDFWLRQ¶V\VWHPDQGQRWDVDV\VWHPRIUXOHVper se. 
 
The question of whether the systems model can be applied in any national context and 
whether it can facilitate the analysis of distinct national cultures serve to highlight the 
processes of convergence and divergence as well as the strategic choices made by the 
actors. Dunlop, in association with Kerr, Dunlop, Harbison, & Myers (1960), notes that 
technology and other homogenizing forces resulting from industrialization would 
generate convergence in IR systems, although various offsetting forces would lead to 
continuing diversity. Doeringer (1981) argues that there is convergence in a broad 
sense, as countries develop alternative solutions to problems common to all industrial 
relations systems. Differences observed among IR systems are not simply random, but 
are rooted in the responses of individual countries to the pressure of industrial 
evolution. Williamson (1981) presents a view of market pressures as the driving forces 
behind institutional convergence, as nations and organisations seek for the most 
effective and efficient means of utilizing labour. For Dunlop, the international 
differences in IR systems reflect the vast differences between nations in the locus of 
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power and the distribution of rule-making authority among managers, the state and 
ZRUNHUV¶organisations (unions). 
 
Kerr, et al. (1960) observe that this diversity will be reflected in the rules derived from 
the policies and ideologies of industrializing elites. In their view, the two most 
influential forces for continuing diversity in industrialization are a clear ideology held 
by the ruling class and a persistent, recognized series of national traits developed in 
earlier times. However, they also argue that the forces causing uniformity among 
different nations become stronger than those enabling diversity; ideological differences 
tend to fade as the various cultural patterns existing in the world interact and merge. 
Pluralistic industrial society will be one in which the struggle between uniformity and 
GLYHUVLW\ FRQWLQXHV EXW ZKLFK µGHYHORSV D FRPPRQ FXOWXUDO FRQVHQVXV¶ (Kerr, et al., 
1960, p. 249). This observatiRQ PD\ H[SODLQ 'XQORS¶V ODFN RI DWWHQWLRQ WR WKH UROH
national cultures play in IR systems, as he makes no mention of culture. It may also 
explain his emphasis on the distribution of power in wider society as the key to 
understanding cross-national differences, particularly in the prescribed status of the 
actors. Thus, it has been argued that it is the locus and distribution of power in wider 
society, which structures an IR system itself and defines the status of the actors, that is 
likely to be the most imSRUWDQWRI'XQORS¶VFRQWH[WVLQLQIOXHQFLQJWKHFKDUDFWHULVWLFVRI
distinctive national cultures. National cultures play a negligible role in industrial 
relations systems. 
 
For Poole (1993), variations in IR systems and practices across countries have their 
roots in the strategic choices of the parties. The strategic choice theory advanced by 
Kochan, McKersie, & Cappelli (1984) was developed at a time when industrial relations 
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in the U.S. were changing rapidly. For Kochan, et al. (1984) a major problem with 
'XQORS¶VV\VWHPVPRGHOOLHVLQLWVYLHZWKDWDVKDUHGLGHRORJ\SURYLGHVVWDELOLW\WRWKH
system: in the sense that, the rule making process creates experts on both sides whose 
common experiences and interactions inevitably lead to shared understandings. They 
also point out that an IR systems model tends to focus more on the events at the 
bargaining level (i.e. national or industrial level), and therefore fails to recognize that 
important decisions are made at other levels (enterprise or managerial levels). The 
WUDGLWLRQDO ,5 V\VWHPV PRGHOV 'XQORS¶V LQFOXGHG WUHDW XQLRQV DV D SHUPDQHQW
SDUWLFLSDQW LQ WKHZRUNHU¶V HPSOR\PHQW UHODWLRQVKLS DQGYLHZPDQDJHPHQW DV VLPSO\
reacting to union demands, pressures, and initiatives (Kochan, et al., 1984). 
 
Although the strategic choice theory may have been successful in providing an 
alternative means of theorizing, it can be viewed primarily as an extension of the IR 
systems model; therefore it is not inconsistent with the traditional theories of IR or 
'XQORS¶VV\VWHPVmodel. The IR processes and outcomes are said to be determined by a 
continuously evolving interaction of contextual pressures and organisational responses, 
and the relative importance of either the context or the parties' responses can vary over 
time (Kochan, et al., 1984). For example, Lewin (1987) notes that the majority of 
managerial decisions that have been referred to as strategic choices can easily be viewed 
as managerial responses to relevant forces in the external environment. He argues that 
pressures from domestic and foreign competition may induce management to make 
adjustments in their competitive business strategies by improving the quality of their 
products and services offered, and by reducing costs (labour or otherwise). These 
pressures can be VHHQ DV VWURQJO\ LQIOXHQFLQJ HPSOR\HUV¶ WR DYRLG QHJRWLDWLRQ ZLWK
unions. Labour or product market changes do not have independent effects, nor do they 
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operate in a unique or deterministic fashion. This is also true of the choice and 
discretion on the part of the labour force, management, and government because they 
condition all other elements of an IR system. 
 
Similarly, other theorists (see for example, Clark, McLoughlin, Rose, & King, 1988; 
Marchington & Parker, 1990) refer to the strategic choice approach as valuable in 
highlighting variations amongst employers and across national systems of industrial 
UHODWLRQV 7KH\ SRLQW RXW WKDW SDUWLHV DUH HVVHQWLDOO\ µVRFLDO DFWRUV¶ ZKR VKDSH WKH
institutional arrangements in which they operate. Their choices are inevitably influenced 
by culture and political ideology, as well as by economic and public policies. They are 
limited in their formulations of policies, implementation of rules and formation into 
groups by economic, political and social structures; by organisational and institutional 
forces; and by the distribution of power (Poole, 1986). 
 
As with Kochan, et al.,(1984) strategic choice concept, Leat (2007) points out that the 
relationships among actors within an IR system occur in three different layers of 
contexts; the international, national and organisational contexts. He considers the 
interactions between various layers of contexts to operate as two-way processes: as 
such, 
Ǯǥ       y  
upon   the   organisational   context   and   the   employment   relationship   itself,   yet   the  
interactions  within  the  employment  relationship  produce  outcomes  which  become  a  
ǯȋǤ͹ͶȌǤ  
 
He suggests that within an organisation, the values and beliefs held by managers and 
ZRUNHUVLQIOXHQFHHDFKSDUW\¶VH[SHFWDWLRQVDQGSHUFHSWLRQVRIWKHLULQWHUHVWVDQGQDWXUH
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of their relationship. These are likely to also determine management styles and 
DSSURDFK IRU H[DPSOH WKH PDQDJHUV¶ DWWLWXGH WRZDUGV Xnionism, whether they are 
prepared to share power and control with workers, and whether they are willing to 
employ mechanisms for the joint determination of work issues and resolution of 
conflicts. For workers, their interest may exist in the form of collective organisations 
with the expectation that they will be provided with the right to participate in decisions 
affecting their employment and the right to be treated fairly, with dignity and respect.  
(Turner, 1991), in support of the systems model, argues that there are two factors 
essential in discussing the variations in the stability and extent of the representation of 
workeUV¶LQWHUHVWLQUHVSRQVHWRFRQWHPSRUDU\FKDQJH)LUVWRIWKHVHIDFWRUVLVWKHH[WHQW
to which unions are integrated into processes of managerial decision-making, as 
opposed to being engaged in adversarial, DUP¶V-length unionism. The second factor is 
the presence or absence of laws or enterprise bargaining arrangements in encouraging 
and regulating firm-level union participation from outside the firm. For Turner, it is the 
way that unions influence decisions that is institutionalized in an IR system, not the 
HPSOR\HU¶VVWUDWHJLHVRUYDOXHV 
 
Clegg (1976) challenges the Dunlop-Flanders tradition of job regulations to analyze the 
behaviour of trade unions in determining the interests of workers in the labour-
management relationship: in particular, the nature and scope of trade union activity. For 
Clegg, collective bargaining is limited in application as it is identified as the foremost 
determinant factor for analyzing union behavior: at least in those countries in which job 
regulation is the dominant approach.  
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For Dunlop, employers and unions are more than capable of resolving their own 
conflicts without the need for assistance from the state (or state agencies). Thus, a basic 
WKHPH LPSOLFLW LQ 'XQORS¶V DFWLYLWLHV RYHU PRUH WKDQ IRXU GHFDGHV DQG IUHTXHQWO\
expressed in his speeches and papers, is the value of resolving disputes by a consensus 
developed through effective negotiations. In this respect, employers and unions are seen 
as possessing the legitimate power and expertise as well as in-depth knowledge and 
information about a range of issues and problems within the employment relationship, 
as opposed to an industry outsider, who does not possess any of these attributes. This 
suggests that the majority of conflicts between employers and unions are often 
complicated, requiring more time, effort and resources and that it is unlikely either one 
would accept totally losing out to the other. Yet, since both parties are constrained by 
their environments, they will eventually arrive at a consensus where both can maximize 
their interests within their own means. In his presidential address on National and 
Consensus Labour Policy in 1960, Dunlop notes: 
In   a   democratic   and   pluralistic   society   the   government   is   seeking   to   impose   on  
parties   to   collective   bargaining   by   statute   and   administrative   rulings   a   set   of  
standards  and  conduct  which   in  many  respects   is  highly  unrealistic.  To  remove   the  
parties   from  any   significant   responsibility   for   the   formation   and   administration   of  
policy  is  destructive  of  the  character  of  our  society,   leads  to  impractical  and  unreal  
policies  and  to  mass  evasion  and  disrespect.  Such  is  the  state  of  government  labour  
policy.  
  
Furthermore, the actors in 'XQORS¶V model are supposed to behave as homogeneous 
groups with regards to their interests and their bargaining power. This assumption is 
rejected by Dülfer (1996) who argues that it does not correspond with the realm of the 
work relationship, in which remarkable differences in interests and even conflict 
positions can occur within individual groups of actors. In view of the debates hitherto, 
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whilst collective bargaining may be viewed as an ideal process for determining the rules 
of the work community in many societies, its usefulness and implications are notably 
varied among different cultural and political environments. As Wood (1978) has noted, 
rather than to view an IR system as problematic and something that needs to be 
achieved, that system should embrace the generation, construction and solution of the 
real issues of the world as its driving force and thus move beyond a confined focus on 
rule-making and collective bargaining. 
 
2.6   Review  of  literature  on  IR  systems  in  South  Pacific  Island  nations  
Little has been written about IR systems in PICs, and to a remarkable extent there is a 
OLPLWHG DSSOLFDWLRQ RI 'XQORS¶V ,5 V\VWHPV PRGHO LQ DQDO\]LQJ HPSOR\PHQW
relationships in small island nations. In a study of employment and IR in the South 
Pacific by Prasad, Hince, & Snell (2003), a number of common themes (as well as some 
GLVWLQFWRQHVKDYHHPHUJHGWKDWPD\EHEHVWXQGHUVWRRGDQGDQDO\]HGXVLQJ'XQORS¶V
systems model. Besides the fact that 3UDVDG HW DO¶V (2003) study is so far the only 
relevant piece of literature on employment relations and IR systems in small island 
nations, the study has been very useful in providing a general overview of  IR in the 
FRQWH[W RI 3,&V 3UDVDG HW DO¶V VWXG\ LV FRPSULVHG RI D GHVFULptive analysis of the 
industrial relations systems in Samoa, Tonga, the Cook Islands, Kiribati, Solomon 
Islands, Vanuatu and Fiji Islands. 
 
Prasad, et al. (2003) have directed their effort to the assessment of significant factors 
that are shaping the employer, government and worker relationship in enterprises, 
industries and across labour markets. In doing so, they highlight issues: such as 
µWUDQVIRUPDWLRQ RI HPSOR\PHQW UHODWLRQV WKURXJK SXEOLF VHFWRU DQG HQWHUSULVH DQG
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diversification in the types of emplo\PHQW FRQWUDFWV¶ WR EH RI SDUWLFXODU LQWHUHVW IRU
comparative analysis (p.1). These issues tend to form part of their research framework, 
alongside others such as the notably slow rate of development in small island nations of 
labour legislation and labour institutions (e.g. unions). 
 
Prasad, et al. include in their methodology illustrative case studies and historical 
inquiries into traumatic events, such as strikes and other industrial disputes, in order to 
JDLQ D EHWWHU XQGHUVWDQGLQJ RI WKH DFWRUV¶ UROHV with regards to how employers and 
unions respond to or are affected by changes in government legislation or by the shift in 
economic policy among other things. In this way, they identify employers and trade 
unions as having played a wide range of roles in industrial relations systems, a fact that 
makes it more difficult to interpret and understand the choices actors make with regards 
to the rules of the workplace. The lack of worker participation in the establishment of 
workplace rules in several PICs may KDYHDQLPSOLFDWLRQRQWKHOLPLWHGXVHRI'XQORS¶V
systems model for analyzing national industrial relations systems: in particular in small 
island nations where union activities are deemed to be considerably weaker. 
 
Several PICs (Samoa included) currently operate under outdated and weak labour 
legislation, much of which dates from colonial times and fails to align with International 
Labour Standards (ILS). As well as promoting good governance, modernizing legal 
infrastructure in the area of employment is YLWDOWRWKH3DFLILFUHJLRQ¶VDFKLHYHPHQWRI
balanced economic, social and political development, which emphasizes both economic 
efficiency, and the wellbeing of the population as a whole. Central to this process of 
legal modernization will be the development of labour legislation that protects labour 
rights while providing a favourable environment for private sector development and 
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facilitating the generation of new employment and income earning opportunities, 
particularly for youth. Such measures will be essential to poverty reduction strategies in 
PICs (Pacific Island Forum Secretariat, October 2007).  
 
Globalization has brought major challenges to PICs in reforming labour legislation. 
With the passing of time and global development, labour legislation requires substantive 
change and updating (McDonald, 1997). This view has implications for convergence in 
industrial relations systems at the national level, particularly in PICs where there is a 
notably gradual movement towards the adaptation of worldwide labour laws and 
practices. The International Labour Organisation (ILO) convention, for example, may 
be viewed as one way of institutionalizing uniformity among national systems of 
industrial relations. 
 
In many PICs, unions may be seen as insignificant for various reasons. First, there is 
ongoing concern about the lack of jobs relative to growing populations in PICs due to 
their limited resources, as well as the limited capacities of local governments and 
employers to create and sustain jobs (International Labour Organisation, 2001). Another 
emerging trend in industrial relations in PICs is the negative effects of liberalization 
policies (e.g. job losses) and the desire by governments and employers to reduce labour 
costs and improve flexibility as a basis for improving international competitiveness 
(McDonald, 1997).  
 
Most PICs are characterized by large informal and subsistence sectors. In view of the 
high population growth rates in small island nations and low employment growth in the 
formal sector, the informal sector will continue to provide income opportunities for 
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many Pacific Islanders. However, productive employment growth in the informal sector 
is currently affected by lack of commercialization of economic activities: in particular, 
lack of secure individual land tenure, resulting in difficulty for accessing commercial 
bank loans, lack of entrepreneurial skills and lack of innovating business ideas (Duncan 
& Voigt-Graf, June 2008). As PICs represent small economies, compared with larger 
economies, these Pacific island nations have a greater reliance on overseas aid for 
development and external markets for provision of goods and services: this position of 
reliance, in addition to the limited base of production experienced by most PICs, puts 
them in a vulnerable position (International Labour Organisation, 2001). Such obstacles 
may be overcome by targeted political and regulatory changes, as well as a focus on 
training for the informal sector. 
 
Formal employment in most of the PICs carries a very small proportion of the labour 
force and is largely concentrated in the public sector. Public sector concentration, 
particularly in the many government run Corporations, bears some responsibility for the 
poor economic performance of PICs, in part because public sector wages may be set at 
levels that are not justified by worker productivity. The monopoly position granted to 
JRYHUQPHQW FRUSRUDWLRQV DQG WKHLU FRPSDUDWLYHO\ KLJK ZDJHV KDYH µFURZGLQJ RXW¶
effects on the private sector by raising private sector wages (Asia Development Bank, 
2007). Thus suggests that public sector wages should be based on private sector wages 
and not the other way around. 
 
Drawing from these discussions, it can be argued that the nature of IR systems in PICs 
may in various respects differ considerably to those of industrially developed nations. 
This difference in large part is due to the lack in many PICs of necessary resources and 
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financial means afforded by their governments and due also to a lack of sufficient levels 
of domestic demand or skilled workers to establish large domestic industries as a 
"springboard" to transform PICs into market-driven export economies.  
 
Summary  
The last few years have seen theorists merely trying to broaden the scope of industrial 
relations and thus present based on their perceptions and preferences, a history of the 
subject; study of this history shows that it has developed theoretically following the lead 
of Dunlop. An IR systems model has led theorists in industrial relations to concentrate 
on a specific aspect(s) of industrial relations to the extent that it opens up opportunities 
to explore a wide range of interpretations and viewpoints about the role each of the 
actors play in the system.  
 
On the one hand, some may argue that the systems model represents a broadening and 
not a narrowing approach in that it recognizes the interdependencies between the 
industrial relations system and other elements of wider society. This has implications 
IRUDZLGHUDSSOLFDWLRQRI'XQORS¶V LQGXVWULDO UHODWLRQVV\VWHPVPRGHO Ln any national 
setting. In another respect, because writers and critics of the systems model work with 
GLIIHUHQWPHWKRGVDQGXVDJHVRIWKHPRGHOLWLVKDUGWRFODLPWKDW'XQORS¶VZRUNZLOO
lead to an integrated industrial relations theory that could obtain wider consensus 
(Wood, 1978). 
 
The preceding literature review has presented several interpretations as well as 
FULWLFLVPV RI 'XQORS¶V V\VWHPV PRGHO E\ LQGXVWULDO UHODWLRQV VSHFLDOLVWV )LUVWO\ WKH
viewpoint put forward by Flanders recognizes the system of industrial relations as a 
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system of rules and job regulations. Secondly, Bain & Clegg, (1974) argue that rules are 
just one component of the IR system, which also consists of certain actors, certain 
contexts and ideology. The third viewpoint attempts to conceptualize the contexts 
(technological, market and political) as being the environment of an IR system, thus 
external to the internal workings of the system itself. These viewpoints do not entirely 
suggest anything different from what Dunlop devised in 1958; rather they tend to 
H[SDQGRQ'XQORS¶V,5PRGHO 
 
,W LVFOHDUWKDW'XQORS¶VV\VWHPVPRGHO LVQRW LQWHQGHG to be taken for granted or as a 
prescribed model. Rather, its usefulness is evident in the work of those who have taken 
on the challenge of either expanding on the systems model, in order to account for the 
variations among national industrial relations systems, or using it as the basis for 
historical inquiry into a particular industrial relations system. The fundamental 
principles such as the range of inputs, outputs and processes within the IR subsystem 
have remained relatively similar and/or unchallenged over the past decades. It is with 
the long-WHUPFRQVLVWHQF\RILWVSULQFLSOHVLQPLQGWKDW'XQORS¶VV\VWHPVPRGHOFRXOG
be considered useful in describing the IR system in Samoa. 
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Chapter Three: Methodological framework   
3.0   Introduction  to  the  chapter  
This chapter aims to provide an overview of the methodological approaches and 
research design selected for this study, in order to provide a broad description of the IR 
system of Samoa with specific emphasis on the process of making rules to affect 
industrial democracy and employee participation in decisions related to employment. 
The chapter begins by outlining the detailed step-by-step process that was undertaken to 
FROOHFWDQGDQDO\VHWKHGDWD7KLVLVIROORZHGE\DEULHIRYHUYLHZRI'XQORS¶VLQGXVWULDO
relations systems model as the core framework for organizing facts and knowledge 
DERXWWKHVFRSHDQGQDWXUHRILQGXVWULDOUHODWLRQVLQ6DPRD'XQORS¶VV\VWHPVPRGHOLV
used to describe, in general terms, the IR system in Samoa with regards to the role of 
the state, employers and employees, and their interrelationships within that system. 
)XUWKHUPRUH WKHV\VWHPVPRGHO LVXWLOL]HG WR LGHQWLI\ WKHNH\ IHDWXUHVRI6DPRD¶V ,5
system and consideration is given to the reasons why this system is rarely applied to the 
study of industrial relations and/or to understanding industrial relations systems in small 
Pacific Island Countries (PICs). 
 
3.1   Methodology  framework  
The research is significantly descriptive in nature as its primary goal is to explore the 
purpose and scope of the IR system in Samoa with specific emphasis on the 
perceptions, values and expectations of the state, employer and employees about their 
roles in IR. A descriptive approach is relevant to the extent that it enables the analysis of 
mainly histoULFDO GDWD UHODWHG WR WKHDFWRUV¶EHKDYLRurs, customs and practices, and to 
WKH DFWRUV¶ LQWHUDFWLRQV ZLWK WKHLU VRFLR-political and economic contexts. This 
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methodology attempts to discover how the employers, employees and the state are 
influenced by, or have influence on, the type of IR system that is implemented. This 
approach may also help to uncover the reasons behind certain characteristics of the 
industrial relations system of Samoa that would distinguish it from other systems.  
 
Cavana, Delahaye, & Sekaran (2001) note that a descriptive study is undertaken in order 
to discover and be able to describe the characteristics of the variables that are of interest 
to the researcher in a given situation. Furthermore, they suggest that descriptive studies 
are conducted to gain an understanding of the characteristics of organisations that 
follow certain common practices. For example, the researcher might aim to identify and 
describe the characteristic features of the industrial relations systems that support union 
participation in the making of rules governing employment. 
 
The following sub-sections detail the steps taken in order to obtain the data. 
 
3.1.1 Methods for collecting the data 
The construction of the research instrument took place over a period of less than two 
months from April through May 2009. There are two main methods employed for the 
data collection. The primary data are drawn first from face-to-face interviews with 
representatives from various government ministries and agencies, employer 
organisations and staff associations or unions, second from the International Labour 
Organisation (ILO) Workshop that took place in Samoa on 27 - 28 April 2009. The ILO 
workshop included a Tripatite panel discussion among the government and its agencies, 
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employers¶DVVRFLDWLRQVDQGHPSOR\HHVWRZDUGVIRUPDOL]LQJD7ULSDUWLWH)RUXPDVSDUW
of the Decent Work Country Programme (DWCP) for Samoa.2 
 
The secondary data was obtained through the analysis of a range of government 
legislation, books and articles (both published and unpublished) on employment issues 
in Samoa and PICs. In addition, various ILO progress reports on the recent 
developments in labour law and the institutionalization of various ILO conventions 
within member countries in the South Pacific were also sought for this study. These 
materials were considerably helpful in gaining an insight into the nature and scope of 
industrial relations systems within the context of small PICs. 
 
3.1.2 Methods for recruiting participants 
This research focuses on the views, perceptions and expectations of the three main 
actors in the industrial relations system of Samoa. Given the significant roles of the 
state, central trade union bodies and key employers in this system, it was essential for 
representatives of these organisations to participate in the study. In addition, 
representatives of several government ministries and state corporations, managing 
directors of both large and medium-sized businesses operating in Samoa as well as, in 
some cases, overseas, and leaders of trade unions representing various segments of the 
FRXQWU\¶V ODERXU IRUFHZHUH DOVR LQYLWHG WR SDUWLFLSDWH LQ WKLV VWXG\The inclusion of 
both government ministries and corporations was intentional. Although the two groups 
are legitimately government owned; their employment relation matters are governed 
under two separate legislation. The ministries are regulated under the Public Service Act                                                                                                                 
2 DWCPs have two basic objectives. They promote decent work as a key component of national 
development strategies. At the same time they organise ILO knowledge, instruments, advocacy and 
cooperation at the service of tripartite constituents in a results-­based framework to advance the Decent 
Work Agenda within the fields of comparative advantage of the Organisation.  
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of 2004, administered by the Public Service Commission (PSC), whereas for 
corporations, along with other privately owned companies, their employment matters 
are legislated under the Labour and Employment Act of 1972, which is administered by 
the Ministry of Commerce, Industry and Labour (MCIL). The participation of these two 
JURXSV ZDV FULWLFDO LQ DVVHVVLQJ WKH PLQLVWULHV¶ key roles in the establishment and 
implementation of labour laws in the public sector, as well as discerning their levels of 
influence on government legislation and their capacities to represent the workers more 
effectively, with the government in the role of both employer and regulator. Individuals 
representing those key actors in the system were invited to participate in the study based 
on conditions such as their familiarity with the socio-political structure of Samoan 
society, their access to privileged information about the workings of industrial relations 
in Samoa, or any previous or current participation in that system. Furthermore, those 
interviewed were likely to have been directly involved in IR, to have extensive 
knowledge of and insight into the IR system in Samoa, or a consequent combination of 
both. 
 
Union participation was considered to be a key focus requiring that it was essential to 
obtain a valid sample in this respect for the interview. The selection of union 
participants specifically targeted those from unions with at least 50 or more active 
members. This presented a serious limitation on the sample selection, mainly because 
unions are a minority group in Samoa, thus having a very small proportion of the 
sample population to choose from. In the end, there were potentially 5 unions 
discovered to have 50+ members and were all invited to participate though not all of the 
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five unions responded, for various distinct reasons.3 Those who were invited to 
participate in this study included; Yazaki Samoa Staff Association (YSSA), Samoa 
Medical Staff Association, Samoa Nursing Staff Association, National University of 
Samoa Academic Staff Association (NUSAS) and the Public Service Association 
(PSA). 
 
With specific reference to business leaders who were invited to participate, on the basis 
that they were expected to have dealt with more complicated and challenging 
employment issues, the selection of those to interview was limited to organizations 
employing at least 100 employees. Some of these organizations were unionized, and 
others were non-unionized organizations and were suspected to have practiced a 
strategy of union avoidance. 
 
Gaining access to potential participants was incredibly helpful for obtaining background 
information about the events and decisions considered in this study. Since the research 
was based in Samoa, the majority of the interviews took place there: with the exception 
of one, which was conducted in Wellington, New Zealand. The interview in Wellington, 
with a New Zealand Member of Parliament (MP), was organised through the secretary 
of his Wellington office. This interview took place on 17 March 2010, which was 
considerably later than the completion of all other interviews in Samoa. Due to the time 
constraints for these interviews, related to the required travel, it was absolutely 
                                                                                                                
3 ¶7UDGHXQLRQ·LVXVHGLQWKLVVWXG\WRUHIHUWRVWDIIDVVRFLDWLRQV7KHWHUPLWVHOIKDVEHHQUDUHO\DFFHSted in 
the context of Samoan society, which may explain the lapse in any record of union (staff associations) 
UHJLVWUDWLRQ,WZDVDOVRGLIILFXOWWRGHILQH¶WUDGHXQLRQ·LQ6DPRDGXHWRWKHODFNRIH[SOLFLWQHVVLQWKHOHYHO
of union activity that staff associations may or may not pursue. Those who were invited to be interviewed 
were selected on the basis of membership, their status in the community, and most of all on the ground 
that they had some form of direct involvement in IR. For instance, some associations (e.g., PSA, Yazaki, 
Samoa, Medical Staff) have made a mark in history through their engagement in strikes, therefore they 
stood out as relevant participants. 
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necessary to liaise with a senior government employee bearing easy access to the heads 
of government departments and to basic information for a range of managing directors. 
Finding a government liaison who would provide access information for potential 
participants was achieved immediately through a close relative in Samoa. The 
LQIRUPDWLRQUHTXLUHGLQFOXGHGWKHSDUWLFLSDQWV¶QDPHVDQGWKHLUmatai (chiefly) titles, if 
applicable, their contact details (email was the preferred mode of communication but 
telephone numbers were also sought), their career positions and the organisations that 
they currently work for. It may be worthwhile noting that in the Samoan way 
(µID¶DVDPRD¶ it was very important to acknowledge the participants, in particular the 
heads of government departments, by their matai titles. This practice is seen as a gesture 
RIUHVSHFWµYDIHDORDL¶ or µIDD¶DORDOR¶) for those who are in higher authority. Doing so 
would provide an advantage to the extent of almost immediately ensuring their 
participation in the study. Indeed, it was quite fortunate on my part to have a close 
relative in Samoa that I could rely on to assist with the provision of this firsthand 
information. Thus, access to potential participants was organised through numerous 
phone calls, emails and skype communications made possible by the availability of this 
important family connection in Samoa.  
 
Formal invitations for participation were forwarded to selected heads of various 
Government ministries and agencies, as well as to business and union leaders. These 
communications requested that the recipient either participate directly in the research or 
assign an appropriate spokesperson to represent their organisation (or group). The letter 
explained the research topic, the reason for undertaking the research, and how the 
information gathered from the interviews would be used (see APPENDIX   B). The 
participants were also advised that a high level of confidentiality would be maintained 
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at all times during and after the research. Name suppression would receive the utmost 
attention, including, if necessary, that a participant would only be identified as a 
representative of government or of their agency, employer or union. These terms were 
not relevant to the other participants who had been identified as independent 
consultants. A consent form (see APPENDIX  C) also accompanied the letter of invitation 
LQ RUGHU WR JDLQ WKH SDUWLFLSDQWV¶ WUXVW E\ SURYLGLQJ WKHP ZLWK DOO WKH LQIRUPDWLRQ
necessary for them to make their decisions about participating in the study. 
 
For the formal interviews, 20 participants were selected and each received a complete 
µSDUWLFLSDQWLQIRUPDWLRQSDFN¶FRPSULVHGRIWKHSDUWLFLSDWLRQLQIRUPDWLRQVKHHWRUOHWWHU
of invitation), consent form and the interview schedule (see APPENDIX   A) for the 
LQWHUYLHZHH¶V UHYLHZ DQGFRPPHQW. The intended participants were asked to schedule 
their interviews as soon as was reasonably possible within the time frame specified in 
the letter: 23 April through to 14 May 2009, which was the entire duration of my visit in 
Samoa. Given the time constraints within which to complete at least 14 to 20 
interviews, all the necessary arrangements (including scheduling interviews and 
DFFHVVLQJWKHSDUWLFLSDQWV¶background and basic information) took place remotely from 
Wellington and through correspondence with a close relative before my departure to 
Samoa. Communicating with someone trustworthy who would effectively carry out 
these tasks in Samoa was one of my strongest priorities.  
 
To ensure that the participants received their invitations to participate in the study, all of 
WKHLQIRUPDWLRQSDFNVZHUHKDQGGHOLYHUHGWRWKHSDUWLFLSDQWV¶RIILFHVZKHUHWKH\ZHUH
then asked to sign for the release of their respective packs. All of the information packs 
reached the relevant offices within three working days, during the second week of April 
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from the 9th to the 13th. To confirm that interview appointments were organised 
accordingly, regular email communication with the participants was critical throughout 
the scheduling period. This was followed by phone calls from 19 April 2009 onwards, 
DIWHU , KDG DUULYHG LQ 6DPRD 3HUVRQDO YLVLWV WR VRPH RI WKH HPSOR\HUV¶ RIILFHVZHUH
attended later to finalise and secure their appointments, especially for those whom I had 
been unable to reach via the phone or email contacts provided for this purpose before 
my visit. Besides those instances, the majority of interviews were scheduled and 
confirmed within a matter of days following thH SDUWLFLSDQWV¶ UHFHLSW RI WKHLU
information packs. The others who did not respond initially to the invitations before the 
interviews began were contacted twice or three times during the interviewing weeks. 
Follow-up phone calls to reconfirm the times and places for interviews were usually 
made a day before the interviews took place. 
 
 3.1.3 International Labour Organisation (ILO) Workshop 
An unexpected opportunity emerged that allowed me to observe a two-day (27-28 April 
2009) ILO workshop: hosted by MCIL. I was very fortunate to receive an invitation 
from the MCIL shortly after my arrival in Samoa at which time they heard about my 
research. At that time I had completed two interviews out of the intended 20. The first 
part of the workshop, which took place on 27 April, involved the government, 
HPSOR\HUV¶DVVRFLDWLRQVDQGHPSOR\HHV¶UHSUHVHQWDWLYHVLQD7ULSDUWLWH3DQHOGLVFXVVLRQ
on social justice and globalisation. Attending the MCIL/ILO workshop had presented 
me with the opportunity to meet in person with two of my interviewees, who were then 
able to confirm their interview schedules. I was also very fortunate to be introduced to 
and engaged in casual conversation about my research topic with two prime government 
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representatives and the Director of the ILO for the South Pacific Region, who offered to 
assist with the data collection if needed. 
 
One of the highlights of the workshop was when I discovered that there was a formal 
body representing all employers (both public and private sector organisations) in 
Samoa, especially as I had just been informed otherwise by my first two interviewees. 
Due to my lack of knowledge and information about this employer-representative 
organisation, its members were consequently not on my list of participants, but upon 
learninJRI LWVH[LVWHQFH , H[WHQGHGDQ LQYLWDWLRQ WR WKHFKDLUSHUVRQRI WKHHPSOR\HUV¶
association to participate in this study. Initially, I was politely turned down, but the 
chairperson eventually agreed for me to audio-record her presentation, a concession 
which I was quite happy with considering the circumstances that had led to our meeting. 
My confusion and lack of knowledge about the existence of an employers association in 
Samoa was partly influenced by the nature of my first two interviews: one with a 
government representative and the other with an independent consultant who opposed 
the idea of the employers association being passed as the appropriate representative for 
employers in the industrial relations arena. Both were prominent figures in society, so 
there was a tendency for me personally to rely on the information provided by them to 
be true. It was a side effect of the circumstances under which the association was 
established originally that most people assumed its role to be of a purely economic 
nature; this view indicated in particular that any discussions of employment matters 
HJ ZDJHV ZRUNLQJ FRQGLWLRQV EHQHILWV HWF ZHUH WKH OHDVW RI WKH DVVRFLDWLRQ¶V
concerns. It was argued that the association was more inclined towards exploitation of 
the economic avenues available to the country in order to increase local business 
capacities with the aim of expanding on their product markets overseas. However, it 
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would be seen as unprecedented not to take note of the core values and objectives of the 
association as relevant to the study because it was perceived as playing a significant role 
in the economic sub-system, although it had virtually no role in the industrial relations 
system. Indeed, the workshop provided me the opportunity to draw my own assessment 
of the role the employers association was playing in the industrial relations system in 
Samoa, whilst also taking into account the concerns of the PSA and government as well 
as their views about the economic factors that had affected the industrial relations 
system of Samoa.  
 
On the night of 27 April 2009, I was invited to a function that was held in celebration of 
WKH,/2¶Vth anniversary of working for social justice. This included the launching of 
commemorative stamps to mark the event. The function was attended by various 
prominent figures in Samoa. Among the attendees were cabinet ministers, government 
officials, heads of various government ministries and corporations as well as ILO 
representatives. The Prime Minister delivered the keynote address of the night, which 
was to my advantage as he spoke about the nature of the industrial relations system in 
Samoa and why it would always be a unique system compared with that of other PICs. 
The Director of the ILO for the South Pacific Region also gave a brief overview of 
industrial relations issues faced by Pacific island nations which was found to be very 
useful. 
 
Following the tripartite panel discussion on social justice and globalisation on 27 April, 
the second phase of the workshop, which took place on 28 April, involved various 
industries and sectors of the work community in an Occupational Safety and Health 
(OSH) programme. This programme was also hosted by the MCIL. The OSH 
Chapter  Three:  Methodology   51    
Mapping  the  Industrial  Relations  System  of  Samoa:  An  assessment  of  industrial  democracy  and  employee  
participation  in  employment  relations  decisions  in  a  Pacific  Island  Nation.  
programme was intended to raise awareness about the OSH Act of 2002.  This was 
IROORZHG E\ WKH VLJQLQJ RI WKH ³6DPRD 'HFHQW :RUN &RXQWU\ 3URJUDPPH 6DPRD
':&3¶¶ E\ WKH WULSDUWLWH FRQVWLWXHQWV LH 6WDWH (PSOR\HU DQG (PSOR\HH WKDW DOVR
took place on 28 April. The signing was a core part of the ILO 90th celebrations in 
Samoa. Besides the official recognition of the tripartite arrangement under the Samoa 
DWCP, the adaptation of OSH legislation was also seen as a key recent development in 
industrial relations in Samoa. The workshop had been both an intriguing and a fruitful 
experience to the extent of becoming one of my main sources for gathering relevant and 
factual information about my topic. 
 
3.1.4 The interview process 
The participants were given at least two weeks to review the interview schedules prior 
to their interviews. The interview schedule consisted of 10 predetermined questions. 
Although it was prepared to ensure that basically the same information was obtained 
from each person, there were no predetermined responses. With the use of open-ended 
and semi-structured interviews I was free to probe and explore within those 
predetermined inquiry areas. Interview schedules ensured good use of limited interview 
time; they made interviewing multiple subjects more systematic and comprehensive; 
and they also helped to keep my interactions with the interviewees focused. Submitting 
the interview schedules to the participants for their comments prior to the interviews 
attracted both positive and negative responses: for example, some complained that the 
wording of the questions was difficult to follow. This response is both positive and 
negative because it highlights a flaw in the questions, but also enables me to fix the 
problem by simplifying the questions during the interviews. 
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In the letter of invitation, the participants were asked to review the questions and email 
me any concerns they may have had with the interview questions. However, most 
FRPPHQWVDERXWWKHTXHVWLRQVZHUHPDGHRQO\RQWKHGD\RIWKHSDUWLFLSDQW¶VLQWHUYLHZ
For most participants, being provided with the interview schedule beforehand gave 
them the opportunity to properly prepare themselves; some still improvised their 
responses while others had gone as far as writing down their answers for each of the ten 
questions. Some of the participants found the interview schedules to be helpful as they 
not only gave them the feeling of being in control of their interview, in their view it also 
facilitated their ability to research and prepare on the topic so as to reduce or avoid the 
likelihood of giving vague or meaningless responses. 
 
Two people found the wording of the questions to be technically difficult and they felt 
that they would not be the right people to be interviewed for the study. Another 
candidate, a union spokesperson felt that the questions had prompted a lot of negative 
feelings towards management, thus he was concerned about revealing intimate details 
about the employer that could potentially adversely affected his employment, 
particularly at a time when major economic recession had threatened the security of 
jobs.  
 
The feedback I received from the interview participants was invaluable and for those 
experiencing difficulties with the questions I immediately addressed any issues 
individually via email. Those who found the questions to be too complex were 
reassured that the questions would be rephrased and simplified during their interviews 
so they could get a good grasp of the intended meanings. A reinforcement of the 
SDUWLFLSDQWV¶ ULJKWV WR FRQILGHQWLDOLW\ DQG QDPH VXSSUHVVLRQ ZDV RQFH DJDLQ
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communicated to all participants, with particular emphasis for the participant concerned 
about losing his job if he revealed too much information about management. Despite 
this effort, this participant chose to avoid talking about the role the association plays in 
the IR system in general, or the establishment of rules in his place of work. I had the 
impression, from his tendency in the interview to speak only of praise for management 
and owners and of how Samoan people should be appreciative of the fact that the 
company provides employment for many people, that his answers were not entirely 
genuine. 
 
It was also discovered that by giving the interview schedules to participants before their 
interviews, most would be encouraged to cover three or four questions all at once 
without having to wait for me to ask each question in turn. This practice apparently 
reduced the actual number of questions I was required to ask as most participants would 
talk more openly and confidently about the topic; yet at the same time it also put me in 
an awkward position as I often had to quickly scan the questions in order to avoid 
asking those that had already been answered in this way. Very rarely would I interrupt 
the interviewees unless it was absolutely necessary, as when the interviewees began to 
drift too far off the subject matter. 
 
In keeping with the flexible nature of qualitative research design selected for this study, 
the interview schedule was marginally modified over time to focus attention on areas of 
particular importance and to exclude some questions, which were considered to be 
unproductive for the goals of the research.  
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3.1.5 3DUWLFLSDQWV¶UHVSRQVHUDWHV 
A total of 13 formal interviews (twelve in Samoa and one in NZ) took place at locations 
and times nominated by the interviewees. The majority of interviews took place at the 
SDUWLFLSDQWV¶ RIILFHV LQ FHQWUDO $SLD WKH FDSLWDO FLW\ RI 6DPRD ZKHUH PRVW RI WKH
JRYHUQPHQW PLQLVWULHV¶ RIILFHV DUH ORFDWHG ,Q IDFW PRVW RI WKHVH RIILFHV DUH KRXVHG
within the same building. This fact made my job easier and on one occasion I managed 
to carry out three interviews in one day. Each interview lasted between 50 and 60 
minutes. This time frame coincided with the initial proposal, with the exception of two 
interviews that lasted 90 minutes. The 90-minute interviews were intentionally 
extended, as some follow-up questions, which were not included in the interview 
schedule, were needed, in order to gain a better understanding about the workings of the 
industrial relations system of Samoa. Furthermore, those particular interviews were 
LPSRUWDQW EHFDXVH RI WKH GLVWLQFW UROHV WKHVH LQWHUYLHZHHV¶ KDG SOD\HG LQ WKH
establishment of the IR system in Samoa, with the first interviewee representing a state 
agency and a labour law making authority for the private sector industries, and the 
second interviewee was a former executive member of the PSA and a union activist 
who spearheaded the labour movement that led to the establishment of the Samoa 
National Union of Workers (SNUW) in 1995. In their prior roles and level of 
participation in IR in Samoa, the interviewees have gained an extensive wealth of 
knowledge about the workings of the current system and this knowledge made their 
contribution significant for the study. 
 
The face-to-face interview method not only allowed me to adapt questions whenever 
necessary, it also helped to clarify any doubts and to ensure that the interviewees 
properly understood the questions as I could either repeat or rephrase them as needed. It 
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also permitted, where appropriate, for more complex questions to be asked compared 
with other methods of data collection. The use of open-ended and semi-structured 
interviews encouraged the participants to discuss more openly their experiences with, 
DQGSHUFHSWLRQVRI6DPRD¶V,5V\VWHPZKLOe at the same time enabling me to observe, 
OLVWHQUHFRUGDQGODWHUH[WUDFWGHWDLOVDERXWWKDWV\VWHPIURPWKHSDUWLFLSDQWV¶UHVSRQVHV
All interviews were audio-taped and subsequently transcribed in full. 
 
As illustrated in Table 1, the participants were grouped into three main categories: 
employers (both in the public and private sectors), trade union members and the state; a 
fourth group was also considered, formed by the independent consultants (or those 
classified to fall outside of the strict definition of actors in IR: employee, employer & 
state). The independent consultants were included on the basis that they were likely to 
EH XQELDVHG DERXW WKHLU YLHZV DQG WKDW WKH\ ZRXOG EH SURYLGLQJ DQ µRXWVLGHU
SHUVSHFWLYH¶ZKLFKFRXOGHQULFKWKHGDWD$OORIWhe independent consultants have had 
wide-ranging work experiences in Samoa as well as overseas. Two of the independent 
consultants had worked as ambassadors overseas before returning to work as 
consultants in Samoa. The other consultant had worked in Samoa for a number of years 
as an educational officer for the Public Service Association (PSA) and later became the 
Secretary General of the SNUW. He is currently a Member of Parliament in NZ. Given 
their present statuses in the community and the wealth of experience gained throughout 
their careers, both abroad and in Samoa, their interviews contributed significantly to this 
study. 
 
With 20 invitations to partake in the study sent out to the potential participants, it was 
observed that the employers and representatives of trade unions (or employee 
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associations) had the lowest response rates on average. The three organisations whose 
representatives did not respond to their invitation letters and did not return any of my 
phone calls were ruled out as uninterested after two failed attempts to set up 
appointments with their secretaries. The reasons for non participation from those 
organisations were not clearly stated and any speculation about their lack of interest in 
participating was not supported with evidence. For instance, there existed a rumour that 
employers, especially those in the private sector and those known for avoiding unions, 
were most likely to oppose any enquiries relating to employees: in particular, any 
discussion of unions would be seen as intimating and insulting. Similarly, there was 
some speculation among several of my interview subjects that employers would become 
very suspicious that any enquiries of the nature of the questions in this study were 
intended to check in on them to see if they were in compliance with the labour laws.  
 
Out of 20 individuals requested to be interviewed, only 13 actually participated. This 
represents a response rate of 65% which is considered to be sufficient as the study is 
quite limited in scope and descriptive in nature: therefore it does not require hypothesis 
testing via empirical evidence. Completing all of the interviews in time was an intense 
process due to which the follow-up calls, particularly to those who did not respond to 
their letters of invitation or arranged appointments, were limited to three phone calls 
during the interview weeks.4 Even when interviews had been scheduled, the immediacy 
RI WKH LQWHUYLHZHHV¶ZRUNGHPDQGV IUHTXHQWO\ UHTXLUHG LQWHUYLHZV WREH SRVWSRQHGRU
re-scheduled at short notice. Two of the interviews that were scheduled and confirmed 
did not eventuate. 
                                                                                                                 
4 Not all the interviews were scheduled and confirmed before the interviews began on 23 April 2009.  The 
confirmed interviews prior to the interviewing period constituted 75%, which was very good. 
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Table 1:  Sample  population,  response  rates  and  actual  participation  rate 
 
 
 Number  of  Invited  
or  Potential  
Participants  
            (a)                              (%)  
Total  Responses  
received  
  
(b)  
Scheduled  
interviews  
  
(c)    
Achieved  
interviews  
  
(d)  
Actual  
Participation  
Rate  (%)  
(e)  
State  (state  
agencies  
3   .15   3   2   2   .10  
Employer  
(association)  
8   .40   6   6   5   .25  
Employee  
(unions  &  
staff  
associations.)  
5   .25   4   3   2   .10  
Independent  
consultants  
4   .20   4   4   4   .20  
TOTAL   20   1.0   17   15   13   .65  
 
Calculating the response rate 
0.1
%x
d
a = e 
As noted above, the independent consultants achieved the highest rate of actual 
participation, at full participation, based on the number selected for the interview. One 
of the possible explanations for the full participation of independent consultants could 
be that the study did not involve them directly in the sense of reflecting on their current 
career position. Another reason could simply be that the times scheduled for their 
interviews were appropriate. On the other hand, from what I gathered during the 
interviews, the independent consultants were in a position where they could 
comfortably and safely critique the current system, in particular the roles of state, 
employer and employee in industrial relations. They were also observed to be less 
biased towards any particular group, which made their contributions particularly 
valuable for this study. 
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3.2   Document  analysis  
The document analysis was considered invaluable for a study of this nature, especially 
as there was a significant lack of information, study or previous knowledge about the 
industrial relations system of Samoa for literature review. More specifically analysis 
was essential due to the limited application of the systems model to previous study of 
industrial relations and industrial relations systems in Samoa, and to a similar extent in 
other PICs.  
 
The secondary data were obtained through the analysis of various publications 
available, in particular, the study of employment relations and IR systems in South 
Pacific island nations by Prasad, Hince, & Snell (2003). Their study could be seen as 
the only conclusive piece of literature regarding the Pacific island nations, which made 
it one of the core materials for my analysis. This study provided preliminary 
background insights into the industrial relations system in Samoa.   
 
The availability of various national legislations (e.g. the Labour Act of 1972, the Public 
Service Act of 2004, the Occupational Health & Safety Act of 2002 and the Incorporate 
Societies Regulations of 1952) not only set the legal scene within which the industrial 
UHODWLRQV V\VWHP RSHUDWHV WKH\ DOVR RIIHUHG VXSSRUW LQ WKH DQDO\VLV RI WKH DFWRUV¶
behaviour and their relationships within the system, in particular, their limited capacities 
in certain aspects of the employment relationship.  For instance, strikes were considered 
illegal because they were not legislated for in any of the labour laws.  
 
Country reports and other publications, such as newsletters and brochures by the ILO 
DQGWKH8QLWHG1DWLRQ¶VRIILFHVLQWKH6RXWK3DFLILFDOEHLWIUHTXHQWO\SLHFHPHDOZHUH
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helpful in the discussion of certain historical and causal events that resulted in some of 
the recent developments noted in the IR system of Samoa today. A brief history of the 
Samoa Public Service Association (PSA) by Hince & McFarland (1997) was 
considerably helpful given the lack of interest and empathy from the association to take 
part in the study. For the most part, those materials were seen as supplementing the data 
collected through interviews. 
 
3.3   The  limitations  of  the  methods  
As with any research methodology, limitations are inevitable. Firstly, the selection of 
participants was observed to be significantly concentrated on the public sector, while 
the private sector was somewhat neglected. Secondly, the participation rate could have 
been enhanced if I had not restricted my sample population to companies with 100 or 
more workers: it should be noted that the largest percentage (80%) of the employer 
community in Samoa is comprised of small family-owned businesses employing fewer 
than 20 workers. 5 However, this selection does not necessarily bias the analysis and 
conclusion because the participation of a collective body known as the Chamber of 
Commerce and Industry (herein referred to DV ³WKH FKDPEHU´ DV WKH HPSOR\HUV¶
representative for local businesses in the private sector, is seen as sufficient 
representation of small business for the purposes of this study. 
 
Thirdly, in the selection of union participants, concentration was again directed at the 
federated trade union of Samoa or the PSA, which represents the vast majority of 
government workers. As the largest union of workers and a core group for this study, it 
was unfortunate that they did not wish to be interviewed, though some basic 
                                                                                                                
5 Estimated at 75% of the employers having fewer than 10 employees.  
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information about the union was obtained through the workshop, through document 
analysis and mostly through the interviews with former PSA members representing 
various segments (e.g., government agencies and ministries as well as independent 
consultants) of the labour force. 6 The recruitment of union participants took into 
consideration their reputations and historical positions within the work community. 
They were considered to be active participants to the extent that some had been engaged 
in strikes and other forms of industrial disputes in recent years with their employers, 
PHDQLQJ LQ PRVW FDVHV µWKH JRYHUQPHQW¶ $V GLVFRYHUHG GXULQJ WKH GDWD FROOHFWLRQ
limiting the selection of union participants to those who were considered to be active 
and organised in the employment relationship possibly overlooked the smaller 
associations of workers who were not seen as unions per se but nonetheless are 
organised within own organisations. Similar to this is the situatioQZLWKWKHHPSOR\HUV¶
representative body: the PSA represents the view of smaller associations/unions in 
Samoa at the ILO workshop, a representation that is also considered sufficient for the 
purposes of this study.  
 
The sample population for the main groups (employer, employee and state) could have 
been improved and extended to include more participants from the private sector. Due 
to the low number of large private businesses operating in Samoa, the people holding 
such positions relevant to this study were employed predominantly in the public sector. 
Nonetheless, the complex nature of the study evidently influenced the selection process 
to the point that it was reasonably expected that only those employed in high-level                                                                                                                 
6 The majority of my interview subjects had been involved or had had close connections with the federated 
union as members. At the time of the study, many of the participants who also became heads of various 
government ministries and corporations still considered themselves as members and they still paid their 
subsidiary fees. This was in spite of the union becoming extremely disorganised and inactive over the last 
five years.  They all spoke openly about union activity, the variation in their roles within the IR system 
and the extent of their membership, which I felt would be sufficient for my purposes.  
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positions such as managing directors and business leaders were likely to have had 
DFFHVV WR WKH UHOHYDQW LQIRUPDWLRQ QHHGHG IRU WKH VWXG\ ,Q DGGLWLRQ WKH SDUWLFLSDQWV¶
prestige and positions in those organisations required them to have made decisions 
affecting employment outcomes. Therefore, they would be expected to have relevant 
knowledge of the subject matter.  
 
3.4   ǣǯ    As the objective of the study is to explore the views, perceptions and values of the key 
actors in order to describe the IR system in Samoa, some strong personal and emotional 
FRQWUDGLFWLRQVHPHUJHGGXULQJWKHGDWDFROOHFWLRQ'XQORS¶VV\VWHPVPRGHORILQGXVWULDO
relations as depicted in chapter 2 (Figure 1) was used as the core framework for the 
DQDO\VLVRIWKHDFWRUV¶UROHVYDOXHVDQGH[SHFWDWLRQVDQGWKHDFWRUV¶UHODWLRQVKLSVZLWK
HDFKRWKHUZLWKLQ6DPRD¶VLQGXVWULDOUHODWLRQVV\VWHP8WLOL]LQJWKHV\VWHPVPRGHODVD
guideline ultimately gave me control over the use of data in that I became aware of the 
subtleties in the meaning of qualitative data gathered from interviews. It enabled me to 
give meaning to the data, to make sense of the issues that emerged during the analysis 
and to separate points that were pertinent from those that were not. Adapting Dunlop 
systems model also enabled me to concentrate on the core aspects of the research, whilst 
it reduced the possibility for judgment errors to an acceptable degree. It allowed for the 
research to identify and discuss the fundamental components, namely the actors and the 
processes or mechanisms (e.g., collective bargaining, arbitration, etc.), used to convert 
inputs into outputs or rules (substantive and procedural). These components of an IR 
system as discussed by Dunlop are considered to be of significant value to the 
disFXVVLRQRIWKH,5V\VWHPLQ6DPRD:LWKVWURQJHPSKDVLVSODFHGRQ'XQORS¶VYLHZ
WKDWWKHGLVWULEXWLRQRISRZHULQZLGHUVRFLHW\DIIHFWVWKHDFWRUV¶EHKDYLRXUVGHFLVLRQV
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and choices as well as their level of influence on the outcomes of the system, a closer 
look at the types of social institutions existing in Samoan society, rules and regulations 
JRYHUQLQJ HPSOR\PHQW UHODWLRQV LQ 6DPRD ZDV DOVR QHFHVVDU\ ,Q VKRUW 'XQORS¶V
framework ultimately drew attention to the impacts of the external environments, 
including the socio-political, economic and legal contexts that tend to shape and 
influence the decisions made by key players in the system. 
 
'XQORS¶VV\VWHPVPRGHOZDVVHHQDVQRWRQO\GHVFULELQJWKHIHDWXUHVDQGFKDUDFWHULVWLFV
of an IR system, but more importantly, helping to acquire new understanding about the 
nature and scope of industrial relations and the IR system of Samoa that was not 
discovered in previous studies. As a methodological framework, the systems model 
guided the construction of the research questions and the development of data collection 
methods and research design. It also helped to maintain the focus of research throughout 
the data collection phase. Furthermore, the systems model helped to determine whether 
sufficient data existed in order to support the purpose of the study, as well as aiding in 
the identification of any conclusions made as a result of the investigation. 
 
'XQORS¶V systems model also brought into perspective the significance of causal events 
discovered from the interviews, the literature review and the analysis of secondary data, 
to increase understanding of certain characteristics of these events in relation to the 
inner workings of the IR system in Samoa. In addition, descriptive details of the extant 
IR system itself, and any other ramifications that were evident during the study, were 
identified and explored using the systems model. Though the systems model did not 
trace any sophisticated process by which certain inputs result in certain rules affecting 
industrial democracy and employee participation in decisions on worker employment, it 
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did prove to serve the purposes of this study in describing the industrial relations system 
of Samoa in the most rudimentary and practicable manner. 
 
Summary  
The use of a range of data collection tools, such as the semi-structured interviews, 
workshop observations and document analysis, to collect data has provided a wide 
range of useful information which is necessary to the study in order to give an accurate 
description of the industrial relations system of Samoa. Given the lack of information 
and prior research in the field of industrial relations in Samoa, utilizing open-ended and 
semi-structured interviews as the primary tool has enabled the researcher to uncover 
information that would not have otherwise been possible with an exclusive focus on 
other data collection methods. The chosen methods allowed the researcher to ask 
follow-up questions and to probe individuals for elaboration on specific issues that were 
seen to be of particular relevance to the research.  
 
Secondary data have enabled the researcher to bridge any gaps in information identified 
during interviews as well as those discovered during the preliminary stage of the 
research, particularly during the review of literature oQ6DPRD¶V,5V\VWHPDQGWKDWRI
other PICs. Most of the information gathered through previous research, including for 
example, Prasad, et al. (2003), and other types of materials such as Samoa country 
reports, national policies and regulations, were seen primarily as supplementing the 
views and perceptions of the respondents, but they also helped the researcher to verify 
data collected through interviews for the purpose of reducing the influence of 
subjectivity in the analysis. 
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)LQDOO\WKHXVHRI'XQORS¶V model as part of the methodological framework aided the 
preliminary preparation of the research as it provided the researcher with a clear sense 
of direction about the types of interview questions to ask in order to achieve the 
research objectives. The systems model also helped define the characteristics of 
LQGLYLGXDOVWREHLQFOXGHGLQWKHVWXG\DVZHOODVWKHIDFWRUVDQGDUHDVRI6DPRD¶V,5
system that would require utmost attention throughout the research.   
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Chapter Four: Findings and Analysis   
4.0   Introduction  to  the  chapter  
This chapter first provides D EULHI RYHUYLHZ RI 6DPRD¶s background to highlight the 
demographic, social, economic and legal contexts as well as to provide some key 
information on the employment and labour market characteristics of Samoa. This is 
followed by a detailed analysis of data gathered from 13 semi-structured and open-
ended interviews and from key presentations of the employers¶ association, workers¶ 
representatives and state representatives at the International Labour Organisation (ILO) 
Workshop. The analysis also includes a review of several documents to supplement the 
views and expressions of the participants in this study. The data are organised and 
analyzed using DuQORS¶V (1958) systems model of IR (as depicted in Figure 2).7 The 
DSSOLFDWLRQRI'XQORS¶VV\VWHPVPRGHOLQWKLVFRQWH[W, whilst it provides a coherent and 
descriptive analysis of the IR system of Samoa, also goes to demonstrate that 'XQORS¶V 
framework can be widely applicable when it is used to aid an understanding of the 
interconnectedness among various components of the employment relationship that are 
common to all IR systems.         
                                                                                                                
7 )LJXUHUHSUHVHQWVDQDGDSWHGDQGPRGLILHGYHUVLRQRI'XQORS·VV\VWHPPRGHORI,5DQGDOWHUQDWLYHO\&UDLJ·V
input-­output model) which has been used in this context to illustrate how the Systems Model is relevant in highlighting 
VHYHUDODWWULEXWHVRI6DPRD·V,5V\VWHPVZLWKUHIHUHQFHWRKRZWKHHQYLURQPHQWDOIRUFHVLQWHUDFWLQJZLWKWKHDFWRUV·
goals, values and capacities through certain processes in the rules of Samoan workplace. 
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Figure 2:  The relationships within the industrial relations system of Samoa
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I   COUNTRY  CONTEXT  
 
The demographic, social, legal and economic contexts   6DPRDSUHYLRXVO\NQRZQDVµ:HVWHUQ6DPRD¶LVDVRYHUHLJQVWDWH, as it has been since 
1962 after becoming the first Polynesian nation to reestablish independence. Prior to 
that, New Zealand occupied the German protectorate of Samoa at the outbreak of World 
War I in 1914 and it continued to administer the nation until 1962.  
 
Samoa consists of two main islands, Upolu and Savai'i, and seven small islets. It is 
located about halfway between Hawaii and New Zealand in the Polynesian region of the 
South Pacific. The main island of Upolu is home to nearly three-quarters of Samoa's 
population and is the location of its capital city of Apia (U.S Department of State 
Affairs, 2009). Likewise, employment is highly concentrated in the capital city: where 
most of the government offices and privately owned businesses are located. 
 
6DPRD¶VFXUUHQWWRWDOSRSXODWLRQis 179,186 in accordance with the most recent census 
in 2006 (Samoa Bureau of Statistics, 2010).8 In 2006, the population was comprised of 
92,961 males (52%) and 86,225 females (48%). The median age in Samoa was then 
only 19.7 years, which together with a continuing high birth rate, means that Samoa will 
continue to have a very youthful population. The estimated annual population growth 
rate between 2006 and 2015 is 0.8% which, due in large measure to considerable 
expected emigration, is lower than in most other Pacific Island Countries (PICs). 
                                                                                                                
8 (Samoa Bureau of Statistics, 2010). The 2006 Census was the most recently published and conclusive 
information available during the data collection and it was therefore considered to provide accurate and 
XSGDWHGLQIRUPDWLRQRQ6DPRD·VGHPRJUDSKLFFRQWH[W 
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Samoa   is   a   constitutional   parliamentary   democracy   that   incorporates   traditional  
practices   into   its  governmental   system.  Executive  authority   is  vested   in  Head  of  State  
Tui  Atua  Tupua  Tamasese  Efi,  elected  by  Parliament  in  2007.  From  the  establishment  
RI 6DPRD¶V LQGHSHQGHQW GHPRFUDWLF SDUOLDPHQW LQ  public   policy   remained  
relatively   consistent   for   several   decades.   The   unicameral   Parliament,   elected   through  
universal  suffrage,  is  composed  primarily  of  the  heads  of  extended  families  (matai).  The 
ruling Human Rights Protection Party (HRPP) has maintained its majority and 
continues to be the only officially recognized party in Parliament.  The structure of the 
national government is in various aspects a reflection of the type of communal 
DUUDQJHPHQWV WKDW H[LVW LQ WKH QDWLRQ¶V YLOODJHV $ Fono a Alii ma Faipule (Village 
Council) is present in each village and is headed by a 6D¶R (Paramount Chief) who 
exercises authority over the extended family and lower ranking chiefs.  9  This traditional 
system of rule making, which is organised around collective rather than individual 
efforts, continues to play an integral role in bringing Samoan society together. The 
emphasis on collective rule making is a reflection of the ID¶Dmatai, D µSROLWLFDO
SKLORVRSK\¶ODUJHO\DVVRFLDWHGZLWKQRWLRQVVXFKDVµFRPSOLDQFH¶DQGWKHµREOLJDWLRQ¶WR
abide by decisions made by higher authorities. These elements of the socio-political 
context have influence over the IR system in Samoa. 
 
To this day, Samoa continues to strive in maintaining a good balance between the 
ID¶DVDPRD (Samoan customs and traditions) and Western legal systems, which still 
                                                                                                                
9 Fono a Alii ma Faipule (a.k.a Fono) means a council or meeting and it applies to national assemblies and 
legislatures as well as local village councils. For the purpose of this study, the Fono is also used in this 
analysis to refer to the traditional rule-­making authority that runs in conjunction with the judiciary 
system. The )RQR·V primary focus is on maintaining law and order in the villages. It usually comprises of 
all the matais that are seen as the representatives of their extended families to village meetings. It can be 
seen as a medium for voice to discuss issues that are pertaining to the welfare of the people within that 
community. 
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dominate a lot of practices. Yet, as will be discussed in later parts of this chapter, most 
participants in this study have agreed that, although Western rules may appear to be 
GRPLQDQW LQVKDSLQJ6DPRD¶V LQVWLWXWLRQVDQG ODZVDVZHOODV ,5DQG ,5 systems, this 
appearance is only at the surface; the goals, values, behaviours and relationships among 
the government, employers and employees in Samoa are predominantly influenced by 
the ID¶DVDPRD.  
 
The economy of Samoa has traditionally been dependent on development aid, family 
UHPLWWDQFHV IURP RYHUVHDV DJULFXOWXUH DQG ILVKHULHV 6DPRD¶V HFRQRP\ LV YXOQHUDEOH
due to remoteness, income volatility, and susceptibility to tropical cyclones, as well as 
limited economic diversification, environmental damage and limited institutional 
capacity. Agriculture employs two-thirds of the labour force and furnishes 90% of 
exports: featuring coconut cream, coconut oil, and copra. The manufacturing sector is 
mainly concerned with the processing of agricultural products (Heritage Foundation, 
2010b). Tourism has notably become one of the fastest growing industries, but like 
many businesses in Samoa, tourism operations are typically small family-owned 
operations, usually employing between 5 and 10 people at the most. In Samoa, the 
single largest employer is Yazaki EDS Ltd, a Japanese-owned vehicle (wire harnessing) 
manufacturing company currently employing over 1000 local workers: most of whom 
are women. Though the size of the Yazaki workforce has been reduced significantly 
from 4000 workers since its establishment in 1991, it still remains the single most 
significant business development and the biggest company operating in Samoa.  
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Employment and labour market characteristics 
6DPRD¶VZRUNIRUFH LV GLYLGHG LQWR WZRPDLQ VHFWRrs ± the formal (workers in regular 
paid employment) and informal (workers in subsistence, or in service to a matai, who 
may still be classified as economically active but are not earning regular wages). In 
2006, 6DPRD¶V total employment population was recorded at 53,928 of which 36,478 
were males (67%) and 17,450 were females (33%). 10 Although there is no record of 
how the workforce was allocated, the Ministry of Commerce, Industry and Labour 
(MCIL) identified that in 2006 the formal sector comprised approximately 28,000 
workers and the informal sector around 25,000. Prior to that, formal sector employment 
had always been outnumbered by employment in the informal sector; this shift was 
FRQVLGHUHGDQ LPSURYHPHQWJLYHQ6DPRD¶VYXOQHUDELOLW\ WR OLPLWHGUHVRXUFes and lack 
of institutional capacity to create and sustain formal employment. 
 
The increase in formal sector employment may be attributed to factors, such as the 
expansion of the infrastructure (e.g., government buildings, roads and other major 
projects) carried out by both local and overseas companies. This expansion opened up 
some opportunity for manual employment to cater for the large unskilled and low-
skilled segments of the labour force in Samoa. An increase in entrepreneurship activities 
via community-based projects with sponsorship from overseas agents such as NZAID, 
AusAID, Japanese International Corporation Agency (JICA) and others, as well as the 
growth in the tourism and hospitality industry, may have also contributed to the increase 
in formal sector employment.  
 
                                                                                                                
10 Employment -­  refers to the number of working age population (in the case of Samoa it is 15 ² 64 yrs) 
GHFODULQJWKHPVHOYHVDV¶HPSOR\HG·ZRUNZLWKSD\IXOO-­time, part-­time) or working without pay during 
the reference period in 2004 Census. 
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7KH0&,/SURYLGHVYDOXDEOHGDWDFRPSULVLQJD UHFHQWDQGEULHIRYHUYLHZRI6DPRD¶V
employment situation.11 In 2004, a total of 15,854 employees, comprising of 9,533 
males (60%) and 6,321 females (40%) was recorded, within which 46% of the overall 
private sector workforce was under 30 years of age. Forty nine percent of working 
women were under 30 years of age compared with 44% of working men. The number of 
permanent public servants in 2004 was 3,761 including 2,083 males (55%) and 1,674 
females (45%). Thirty nine percent of public service employees were under the age of 
30, compared with 42% of employees in the private sector.  
 
II   STRUCTURE  OF  THE  FINDINGS  AND  ANALYSIS 
)ROORZLQJ'XQORS¶VPRGHOLQPDSSLQJWKHIR system of Samoa from the point of view 
of the participants of this study, who were identified as playing key roles in the 
establishment of employment rules, the findings will be presented and analyzed under 
the following four major subsections.  
 
 The impact of the socio±political context on the IR system of Samoa 
 The impact of the economic context on the IR system of Samoa 
 The relationships within the IR system itself 
 7KHUHFHQWGHYHORSPHQWVLQ6DPRD¶V,5V\VWHP   
4.1   The  impact  of  the  socio-­political  context  on  the  IR  system  of  Samoa  
6DPRD¶VHDUO\VRFLR-political context followed a hierarchical pattern, a pattern which is 
generally taken to be characteristic of traditional Polynesian island states, particularly 
                                                                                                                
11 MCIL carried out three labour market surveys in the years 2000, 2002 and 2004. The surveys were of the 
formal private sector employees (2000 and 2004) and the semi-­formal sector (2001), the latter referring to 
those who work for themselves or unpaid workers in family own ventures. 
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with the institutionalization of authority and social justice structured around chiefly 
title-bearers. In addition, the homogeneity of cultural practices and languages within 
Samoa, and the network of kinship groupings and allegiances that extend throughout 
Samoan society, are not only typical of Polynesian island groups (Lawson, 1996), they 
also help to maintain a robust cultural foundation which causes Samoa to be very slow 
in responding to changes or influences from Western cultures and industrially 
developed nations. The socio-political structure of Samoan society has, therefore, been 
noted by the participants in this study as one of the most influential factors on the 
GHYHORSPHQWRI6DPRD¶V,5V\VWHP 
 
4.1.1 The social context  
It remains evident to this day that the system of unique cultural values, beliefs and 
norms commonly identified as the ID¶DVDPRD (the Samoan way) not only helps maintain 
stability, law and order throughout Samoan society, as it has since the beginning of 
WLPHLWLVDOVRDQLPSRUWDQWIHDWXUHRI6DPRD¶V,5V\VWHP7KHID¶DVDPRD refers to the 
overall traditional system of behaviour and responsibility that prescribes the 
relationships between individuals within the community and particularly with those 
persons that hold positions of authority (Aiono, 1986). More specifically, the concept of 
ID¶DVDPRD is construed in terms that imply a unitary cultural entity encompassing the 
whole of Samoan people (Lawson, 1996). Fundamental to the institutionalization of 
Samoan society is the ID¶DPDWDL (or the matai traditional system) of social organisation 
and social justiFH,QDGGLWLRQWRSUHVFULEHGIDPLOLDOUHODWLRQVKLSVZKLFKH[WHQGWRRQH¶V
entire extended family (the aiga or suli (heirs)) with its familial chief (the matai), one 
also owes respect to other persons in positions of authority within the same village 
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(Aiono, 1986), and to a long-standing customary web of traditional rules that deem to 
hold the community together.  
 
Due to the significant value of traditional rules to Samoan society, any breach of these 
rules has far reaching consequences. For example, most Samoan villages enforce a 
period of prayer in the early evening: signified by the ringing of a bell or the blowing of 
a conch shell. During this period (the sa), one should not stop in the village if passing 
through, and there may be appointed guardians standing by the road to ensure that 
travelers do not stop there. In some extreme breaches of certain taboos, the village 
authorities, through a consensus decision made by the Fono may order the offending 
IDPLO\ XVXDOO\ WKH RIIHQGLQJ IDPLO\¶Vmatai and his extended family) to be banned 
from the village. The law does not always provide protection for people who may be 
severely punished through the matai traditional rule-making system, especially when 
there is a strong unity among the village authorities that would impose upon the court to 
acknowledge a village decision or rule to be final and binding. This practical application 
RI WUDGLWLRQDODXWKRULW\ LVPDGHSRVVLEOHEHFDXVHPXFKRI6DPRD¶V ODQG LVKHOG LQ WKH
communal trust of the local matai, and the peoplH¶VOLYHOLKRRGGHSHQGVRQWKLVODQG 
 
Central to the ID¶DVDPRD, and in particular the ID¶DPDWDL is the notion of tautua. The 
tautua OLWHUDOO\PHDQLQJ³VHUYLFH´ LVGHULYHG IURPWKH6DPRDQSURYHUE³2OHDOD L OH
SXOH R OH WDXWXD´ (the pathway to authority is through service). This means that 
everyone within the extended family, or a part of that particular kinship, is expected to 
be in some form of service to their Paramount Chief, and each family member has a 
chance to be bestowed a chiefly title in reward of their service. In various respect, the 
concept of tautua and its practicable application to the Samoan culture resembles that of 
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WKH&KLQHVH FRQFHSW µguanxi¶ZKLFK LPSOLHV WR UHIHU WR IDPLOLDO DQG VRFLDO REOLJDWLRQ
shared status and reciprocal favour. Quanxi relationships are used in order to secure 
personal, business and political advantages, and are important in all aspects of business 
life in the Chinese world (Mead & Andrews, 2009). 
 
In an organisational setting, the concept of tautua is also interpreted by most 
SDUWLFLSDQWV LQ WKLV VWXG\ DV D ZD\ RI SURYLQJ RQH¶V WUXVWZRUWKLQHVV WR D SDUWLFXODU
employer in exchange for a promotion, or some other means of reward. For instance, the 
longer a person is in service to a certain employer, the more likely they will be to 
advance to a higher-level position, regardless of whether they have the most worthy 
TXDOLILFDWLRQRUQRW$VRQHRI WKHSDUWLFLSDQWV LQWKLVVWXG\QRWHG³OR\DOW\LQPRVWRI
Samoa workplaces is manifested through long service, which is enough in itself in most 
RUJDQLVDWLRQVWRVHFXUHRQH¶VHPSOR\PHQWIRU OLIH´$QRWKHUSDUWLFLSDQWH[SODLQHGWKDW
because of the significant value that Samoan society has placed on the concept of 
tautuaZKLFKFDQEHVDLGWREHDOVRPHDVXUHGE\µVHQLRULW\¶RUOength of service to a 
SDUWLFXODUHPSOR\HULWFDXVHV6DPRD¶V,5V\VWHPWRFORVHO\PLUURUWKDWRIWKH-DSDQHVH
model of IR ± this has been good for employment due to some cultural recognition 
between Samoan workers and the significant corporate investment (i.e. Yazaki EDS 
Ltd) in Samoa. Other participants shared a view that the term tautua is onerous because 
LQLWVVWULFWHVWVHQVHLWLPSOLHVµFRPSOLDQFH¶DQGWKDWDQ\SHUVRQLQDSRVLWLRQRIVHUYLFH
to a matai will naturally not be in a position to question the integrity of the rule-making 
authority as this would be seen as flouting Samoan custom, a practice that very likely 
would bring about severe consequences. According to these participants, Samoan 
culture and the nature of hierarchical relationships in various communities and 
institutions in Samoa does not support wider participation from the various facets of the 
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SXEOLF /LNHZLVH ZLWK ,5 LQ 6DPRD XQLRQLVP LV RIWHQ SHUFHLYHG DV D µ:HVWHUQ
SURWRW\SH¶ZLWK WKH SULPDU\ REMHFWLYH RI FRXQWHULQJ ORFDO DXWKRUity. Based on several 
LQWHUYLHZVZLWK XQLRQ UHSUHVHQWDWLYHV WKLV SHUFHSWLRQ RI µXQLRQLVP¶SRUWUD\V WKH YHU\
FRQFHSWDVXQFKDUDFWHULVWLFRI6DPRDQVRFLHW\DVLWLVVWRRGLQVWDUNFRQWUDVWWR6DPRD¶V
beliefs and cultural values. 
 
 4.1.2  The political system  
SLQFH6DPRD¶Vdeclaration of independence in 1962, and prior to universal suffrage in 
1990 which allows individuals of 21 years and above to vote, only the matai were 
allowed to vote into Parliament a selection of candidates who would represent their 
respective constituencies around the country. In spite of the advent of universal 
suffrage, which was introduced in an effort to democratize the electoral system of 
matai-only vote, eligibility for candidature to date remains confined to the matai for 
forty-seven members of Parliament, with the exception of two (2) non-matai candidates 
representing the individual voters (i.e., Samoan citizens descended from non-
Samoans).12 This brings the number of members to a total of forty-nine in the 
Legislative Assembly (Parliament). Forty-seven of these members are matai, elected in 
six two-seat and thirty-five single-seat constituencies. The restriction of matai-only 
candidature for Parliament reinforces the dynamics of the matai system, based on the 
social division between leaders and followers. For Lawson (1996), the measure of 
democratization through universal suffrage was only partial and it was not driven so 
much by a support for democratic values per se, but by a desire to preserve important 
aspects of Samoan tradition in a climate of foreign cultural influence.  
                                                                                                                 
12 Those descended from Germans, English, Chinese, Melanesians who were brought over to Samoa as 
indentured labourers during the German administration.  
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Theoretically, and in the context of Samoan tradition, democracy has supposedly been 
given to non-matai titleholders through some degree of participation in village councils 
and through the right to vote. In practice, however, the electoral system is far from 
being democratic because the village council ultimately decides on the candidate who 
will be voted into Parliament prior to election. Once a ruling is made, the village council 
will then enforce this decision upon everyone within that village or district, and 
ZKRHYHU GHFLGHV WR JR DJDLQVW WKH FRXQFLO¶V UXOLQJZLOO LQFXU D ILQH IURP WKH YLOODJH
authorities. A newspaper article by Jasmine Netzler-Iose (2010) as referenced in APPENDIX  D serves to demonstrate this undeniable authority of village councils over 
whom the district people should vote for during parliamentary election. In the Western 
ZRUOG WKLV FXVWRPPD\EH VHHQDV DYLRODWLRQRI DSHUVRQ¶V ULJKW WR IUHHO\ YRWH IRU D
candidate of his or her choosing, but for many Samoans the practice is merely a 
reflection of unity and collectivity and mainly serves to protect the dignity of the Fono. 
Some of the participants in this study argued that this practice could be troublesome 
mainly due to the nature of village councils and concerns surrounding the legitimacy of 
traditional decision-making. This suggests that, while the nature of traditional decision-
PDNLQJKDVEHHQKLVWRULFDOO\UHSUHVHQWHGE\µXQDQLPLW\¶ZKLFKLPSOLHVWKDWDGHJUHHRI
consensus is achieved, in Samoan society consensus refers also to an obligation to abide 
by a decision once it has been reached. As Lawson (1996, p. 143) notes, ³8QDQLPLW\
was therefore a public goal and its public expression was essential for the purpose of 
making the decLVLRQELQGLQJ´. 
 
Issues regarding political legitimacy RI 6DPRD¶V SDUOLDPHQW as largely related to the 
dynamics of the matai system, and the autocratic nature of that system has been noted 
by most participants in this study to be continually influencing the goals, values and 
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H[SHFWDWLRQVRIWKHDFWRUVZLWKLQ6DPRD¶VIR system to the extent that there must always 
be a clear distinction between the leaders and their followers. Some of the participants 
in this study suggested that certain aspects of the hierarchical nature of the socio-
political context can be likened to a master-servant relationship; this perception can also 
be directed at the concept of tautua (service) that is central to the matai system and 
traditional Samoan work relationships. Both conscious and unconscious perceptions of 
a master-servant archetype in employer-employee and matai-public relationships exert 
VLJQLILFDQW LQIOXHQFH RQ 6DPRD¶V ,5 V\VWHP According to Dunlop, the actors (i.e., 
employers, workers and government) interact and negotiate with each other within the 
influence of a common environment (i.e., social, political and economic contexts), and 
in the process (i.e., bargaining, mediation and arbitration) determine the rules that are 
the outcomes (i.e., pay, employment conditions and job rights) of the IR system. 
Through emphasizing the significance of a common environment for actors in the 
system, some of the union representatives in this study argue that managers are very 
likely to mimic the behaviour of national leaders by mandating policies and practices 
that support dictatorial leadership in their structuring process. For instance, almost all 
the participants in this study referred to the notion of faaáloalo or va fealoai (respect) as 
the fundamental principle rooted in every relationship in Samoa, and yet various 
interpretations were placed on what the concept really meant and the extent to which it 
is considered relevant in the employment relationship. The notion of µrespect¶, which is 
HVSRXVHG LQ UHQGHULQJ RI RQH¶V VHUYLFH HLther to the paramount chief in the village 
FRPPXQLW\ RU WR WKH ERVV LQ WKH ZRUNSODFH LV DOVR WDNHQ WR PHDQ µREHGLHQFH¶ RU
µFRPSOLDQFH¶ZLWKWKHFRPPXQLW\RUZRUNUXOHVThe workers who were interviewed, on 
the one hand, identify faaáloalo as a way of reinforcing the master-servant relationship 
between the employers and workers, as in the words of one of the independent 
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consultants; the employers who were interviewed, on the other hand, have noted that it 
is a mutual element of a good working relationship and an essential principle upon 
which tripartism can be built as a useful medium for promoting the interests of 
employers and workers alike. 
ǡ  ǯ-­Samoa  especially:   this  general  understanding  
and  expectation  that  as  a  worker  ǲǳǡ
in   the   sense   that   you   are   basically   there   to   follow   the   rules   and   be   a   trustworthy  
person,   it   reinforces   this   relationship   that   the  workers  are   in   fact   servants  and   the  
boss  is  really  the  master  [Independent  consultant  1].   
ǡǡǯǡ
we  believe  should  be  applied  in  our  relationships  with  our  workers  and  if  we  do  that,  
then  tripartism  works  and  social  dialogue  works  and  whatever  issues  that  may  arise  
particularly   as  we  move   forward  with   labour   reform   and   other   developments.  We  
believe,   based   on   mutual   respect   instill   into   our   culture,   we   can   work   together  
[Employer  representative].      
&RQWUDU\WRWKHHPSOR\HUV¶UHSUHVHQWDWLYH¶VYLHZSRLQts, a union respondent argued that 
employers tend to use the concepts of faaáloálo and DYD¶IDWDIDWD (or va fealoai) to 
manipulate the employment relationship to their advantage and to avoid the result of 
workers forming into unions. From another perspective: one that was commonly shared 
among the independent consultants, is that the ID¶DVDPRD is often one-sided and 
exploitative in the sense that the cultural aspects of IDDiOR¶DOR or va fealoai are almost 
exclusively reserved for those who are in authority and ones that hold power in the work 
community or in society at large. This suggests that while the ID¶DVDPRD is seen as the 
cornerstone of many relationships in Samoa: both within and outside the employment 
arena, it is used primarily to the advantage of the national government for the purpose 
of demanding cooperation from the people. 
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In view of the perception of ID¶DVDPRD as one-sided, the data reveals that there will be a 
continuing reliance from Samoan people on the responsibility of state to do the right 
thing. This implies that Samoans very frequently trust their government to possess a 
high level of knowledge and expertise in the ethics of decision-making and trust them to 
make sound decisions for the benefit of all the people in the community. Likewise, in 
WKH,5V\VWHPHPSOR\HHVDOVRKROGDYLHZWKDWWKHLUHPSOR\HUVµNQRZEHVW¶WKXVWKH\
rely on employers to be capable of making decisions that are also advantageous to the 
employees. As one of the independent consultants pointed out: 
Governance   in  Samoa   in  the   traditional   sense   is   supposed   to  be  good  and  based  on  
some  human  nature  and  on  people  looking  after  their  own  kin.  And  when  it  comes  to  
      ǡ ǯ  ǡ     
democracy,  the  people  being  governed  have  not  got  the  foggiest  idea  about  what  the  
  Ǥ  ǯ  ǡ  ǯ    
ǡǯǡ
do  the  best  thing  for  them.  They  entrust  to  them  with  their  welfare  and  their  future  
and  whatever.  They  expect  good  governance   from   the   leaders  who  are  expected   to  
act  in  their  interests  [Independent  consultant  2].    
)URPWKLVYLHZSRLQWWKHJRYHUQPHQW¶VPDLQVRXUFHRISRZHUZKLFKSODFHVWKem in full 
control of the political system, derives from the social context. The suggestion of this 
view is that the carefree nature of many Samoans has made them complacent towards 
playing any role in influencing national policies to a point where people are only too 
happy to accept the status quo of Samoan society. Several interviewees pointed out that, 
because of the ID¶DVDPRD and the certain ways in which every Samoan has been brought 
up to think and behave within their village communities, any expression of an opinion 
that would seem to question the integrity of the decision-making authority can be taken 
as disrespectful. Additionally, as the individuals have become accustomed to how 
WKLQJVKDYHµDOZD\VEHHQ¶LQWKHSDVWWKH\ZRXOGQDWXUDOO\DFFHSWWKH ID¶DVDPRD to be 
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the only µUHDODQGREMHFWLYHZRUOG¶WKH\NQRZ)URPWKHLQWHUYLHZHHV¶SRLQWRIYLHZWKH
social implications that Samoan culture extends on IR are far reaching: mainly because 
the government is the dominant player in making employment rules. Powerful leaders, 
as it is now, no less socially construct the socio-political context than the people 
themselves. As one of the interviewees pointed out, Samoan people are so constrained 
by their own cultural surroundings that they would willingly accept every decision (in 
spite of how unreasonable a decision may be) for the mere purpose of being accepted as 
UHVSHFWIXO DQG REHGLHQW VHUYDQWV 7KLV UHODWHV WR 'XQORS¶V GLVFXVVLRQ RI WKH DFWRUV¶
sources of power that are derived from the contexts of the IR V\VWHP LQ 'XQORS¶V
discussion the concern is not so much to do with what goes on within an IR system 
itself, but with the distribution of power in wider society which is attributed to the 
system, thus affecting the relationships among the actors, their positions, and ultimately 
the outcome of the system.   
 
When the participants in this study were asked about whether or not unions should have 
DSODFHLQ6DPRD¶VSROLWLFVPRVWH[SUHVVHGWKHEHOLHIWKDWXQLRQVVKRXOGFHUWDLQO\SOD\D
significant role in IR, but also noted that it would be impossible to see unions taking an 
active role unless it is done so in the political arena. As one of the participants reported: 
I  think  that  as  a  small  country  and  a  small  environment  it  requires  a  political  world:  
and  a  political  world  is  not  forthcoming.  You  will  need  people  who  will  support  the  
purpose  of  unions  in  such  a  way  that  it  would  promote  equity  and  get  discussions  and  
debates  going  [Independent  consultant  1].  
 
While the majority of interviewees agreed that, in order for workers to have an effective 
voice in IR, union participation must take place in the political arena or in Parliament, 
they were also particularly mindful about the way the electoral system works in Samoa. 
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It would be very difficult for union representatives to win votes based solely on some 
great ideas that union delegates might have on the development of the country, because 
they would also need to have a lot of money to secure votes. What this means is that if a 
candidate decides to run for Parliament, he or she will first need to take what is 
commonly known in Samoa as an R¶R (gift giving) to the Fono in his or her 
constituency and if the Paramount Chiefs are satisfied with the gift given they will then 
enforce upon every voter within that constituency the obligation to vote for that 
particular candidate. Thus, every candidate representing a particular constituency will 
be competing for votes based on the respective R¶R that they offer to the local Fono: 
who will then decide the fate of each candidate based almost entirely on how much 
money and food each has given to the village. This practice had the Supreme Court deal 
with several petitions from losing candidates against winning candidates that raised 
bribery charges, and these petitions eventuaOO\OHGWRWKHJRYHUQPHQW¶VHQDFWPHQWRIDQ
Electoral Bill in 2005, which legalized gift-giving as in accordance with ID¶DVDPRD. 
Under this Statute, the R¶R must be presented within an approved time frame beginning 
180 days before the end of the Parliamentary term and culminating 90 days from the 
date of election. Some of the participants in this study argued that because of the way 
6DPRD¶V HOHFWRUDO V\VWHP ZRUNV UHSUHVHQWDWLYHV ZLQ HOHFWLRQ QRW EDVHG RQ WKH
possession of relevant knowledge of how to run the nation, but because they were able 
to satisfy the Fono with gifts of money and food, and this practice has always been a 
problem in Samoa. As this practice permeates throughout the socio-political context, it 
has greatly affected the quality of decision-making in all aspects of Samoan society: 
LQFOXGLQJ,57KHPDMRULW\RISDUWLFLSDQWVDJUHHGWKDWPRVWRI6DPRD¶VFLWL]HQVGRQRW
seem to see beyond the impact of political status establish through the giving of R¶R. 
With the government legalizing gift giving as ID¶DVDPRD and, therefore, not officially a 
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form of bribery, this legislation reinforces the dynamics of the social (fa¶amatai) 
system. It signifies the importance of social values in the political system: values that 
have also clearly impacted on the way employment rules are made, ultimately affecting 
the relationships between actors in the IR system. For other respondents, legal 
affirmation of political gift-giving simply highlights the difficulty faced in Samoan 
culture and legal systems when trying to distinguish between a bona-fide gift given in 
accordance with Samoan customs and traditions on one hand, and outright bribery on 
the other. 
 
$Q HPSKDVLV RQ WKH TXDOLW\ RI D µEHQHYROHQW VRFLHW\¶ DOVR HPHUJHG DV RQH RI WKH
principal characteristics of Samoan society and its IR systems. This is manifest in the 
3ULPH0LQLVWHU¶V NH\QRWH DGGUHVV GXULQJ DQ ,/2 IXQFWLRQ RQ  $SULO  ,Q WKDW
address, the Prime Minister refers to Samoa as a benevolent society. His speech 
indicated that the extent of benevolence in Samoan society distinguishes it from other 
3DFLILF,VODQG1DWLRQV)URPWKH3ULPH0LQLVWHU¶VSRLQWRIYLHZEHFDXVH6DPRDQVKDYH
been raised and taught to respect their elders and their leaders, it is highly unlikely for 
Samoa to experience strikes and any other form of severe political unrest to the extent 
that these actions have occurred in Fiji and Tonga.  
 
7KH HPSKDVLV RQ 6DPRD EHLQJ D µEHQHYROHQW VRFLHW\¶ DOVR HPHUJHG IURP LQWHUYLHZV
with several of participants in this study. For some participaQWV WKH WHUP µEHQHYROHQW
VRFLHW\¶ KDV EHHQ XVHG DV D FRQVWDQW UHPLQGHU WR SHRSOH WKDW 6DPRD WRGD\ HQMR\V WKH
character of a God-founded, peaceful and loving society. For others, the concept of a 
µEHQHYROHQWVRFLHW\¶ LV HQWUHQFKHG LQ WKHKLVWRU\RI6DPRDQ society, and that it has in 
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modern times been used to the advantage of powerful leaders to demand respect and 
loyalty and, most of all, to keep the people quiet. 
 
As one respondent in this study declared: 
ǯ   enevolent  because  we  always  
assume  it   to  be,  because  we  always  want   it   to  be  and  expect   it   to  be,  but  there  will  
ǳȂ  ǯǤǳǡ
anything,  they  think  they  are  benevolent  by  doing  what  they  can  to  keep  people  quiet.  
They  know  how  to  keep  the  people  quiet,  the  people  need  to  be  quiet:  quiet  so  there  is  
no   fuss,   and   when   some   people   make   a   fuss,   they   are   assessed   very   harshly  
[Independent  Consultant  2].      
Some of the key union representatives in this study shared a belief that there is a strong 
FRQQHFWLRQ EHWZHHQ WKH QDWXUH RI µEHQHYROHQFH¶ LQ 6DPRD DQG WKH JRYHUQPHQW
implementing strategies, which support union suppression. The context in which the 
SKUDVH µEHQHYROHQW VRFLHW\¶ KDV EHHQ LQWHUSreted in these instances suggests that 
µXQLRQV¶are alien to Samoan society and IR due to the nature of most union activities. 
Because this view is commonly shared by union participants, it thus suggests that 
Samoan unions see their role in perhaps a similar light to enterprise unions in Japan, and 
hence much of the rest of East Asia. While the supporters of enterprise unionism argue 
that it leads to a cooperative relationship between employer and union, critics claim that 
the dependence of the union on the individual employer leads to quiescence and 
ineffective representation (Encyclopedia of Management, 2010). 
 
The majority of participants in this study referred to inter-personal, both within and 
outside the work environment, as usually founded on µtrust¶ and µloyalty¶LQZKLFKERWK
FRQFHSWVDUHFRQVWUXHGWRHQFRXUDJHRQHµWRWUXVW\RXUOHDGHUV¶DQGµWREHOR\DOWR\RXU
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OHDGHUV¶,Qthe context of the workplace, these forms of trust and loyalty are seen as the 
bases upon which good IR are founded and where the unilateral action of employers and 
management is accepted as the common ideology that binds the system together. The 
unitary ideology, as discussed in (Dobson, 1982), comprises a belief that hierarchical 
structure of organisations should be accepted, with a natural division between the 
leaders and the led. 
 
For most of the union interviewees, the concepts of ID¶DDORDOR and va fealoai are seen to 
have silenced the voice of the worker, putting them in a more vulnerable and weaker 
position in the employment relationship.   As one of the government representatives 
noted, the ID¶DVDPRD tends to settle a lot of issues within the individual organisation 
without the need to resort to strikes and other severe industrial actions, and without the 
need to bring matters to the attention of the Labour Department. People will only come 
to the Labour Department to seek assistance in areas of the law that are not really clear 
to them, or basically to ask about their rights under the legislation: especially when they 
feel that their employers have lapsed payment of certain mandatory entitlements such as 
superannuation and accident compensation. ³Therefore, things have been working out 
so much better that way and there is no real need to be pressuring workers or 
encouraging them to become organised for the purpose of stirring things up in their 
UHODWLRQVKLSZLWKWKHLUHPSOR\HUV´   
4.2   The  impact  of  the  economic  context  on  the  IR  system  of  Samoa  
Although 6DPRD¶VHFRQRP\KDVEHHQreported as generally positive for a small island 
nation, with an economic freedom score of 60.4 placing it as 13th out of 41 countries in 
the Asia±Pacific region (Heritage Foundation, 2010a), its economy has been 
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substantially affected by the global recession, particularly in terms of a fall in 
manufacturing, exports and remittances (Australia Government Agency, 2009).13 For 
instance, when the global financial crisis affected the production and export of 
automotive wire harnesses to Australia by Yazaki Samoa in late 2008, Yazaki was 
forced to reduce both its workforce and its operational hours in order to cut costs 
(Central Bank of Samoa, 2009). These reductions inevitably impacted on the employer-
employee relationship in that company.  
 
As discovered during an interview with a Yazaki union representative, the most severe 
impact of the recession was that it gave Yazaki management full control of the 
employment relationship and the power to lay off half of the workforce immediately as 
well as delaying payment of benefits (e.g., untaken annual leave) without consulting the 
ZRUNHU¶V XQLRQ RU <D]DNL 6WDII $VVRFLDWLRQ :KLOH WKH UHVSRQGHQW QRWHG WKDW WKLV
outcome was fair given the situation at the time, what arose from the interview offered 
an explanation of the process that Yazaki uses to determine workplace rules, that is, the 
µPDQDJHPHQW¶V ULJKW¶ WR XQLODWHUDOO\ PDNH GHFLVLRQV LQ WKH ZRUNSODFH $V ZDV DOVR
discovered during the interview, the senior executives of the Yazaki Staff Association 
ZHUHDOVRPHPEHUVRIWKHFRPSDQ\¶VPDQDJHPHQWWKXVWKH6WDII$VVRFLDWLRQZDVVHHQ
as an apparatus by which management could gain the cooperation of the workers. The 
impression that results from this relationship between management and staff 
representation is that any effort to organise workers is usually in practice geared 
towards efficiency and productivity and not industrial relations.  
 
                                                                                                                
13 While the WHUP´HFRQRPLFIUHHGRPµallows various interpretations, it is used in this context to refer to 
6DPRD·VIUHHGRPWRSURGXFHWUDGHDQGFRQVXPHDQ\JRRGVDQGVHUYLFHVDFTXLUHGZLWKRXWWKHapplication 
of force, fraud or theft. 
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With the majority of local businesses operating on a relatively small scale, an increase 
in the cost of doing business forces employers to cut jobs. A report from Samoa 
&KDPEHU RI &RPPHUFH DQG ,QGXVWU\ ³WKH FKDPEHU´ QRWHV WKDW WKH YDVW PDMRULW\ RI
employers are finding it difficult to keep up with required minimum wages and the 
payment of other benefits such as maternity leave. These factors are identified in the 
FKDPEHU¶V UHSRUW WREH LPSLQJLQJRQHPSOR\PHQW UHODWLRQVKLSV LQ6DPRDDQG LQ WXUQ
hinder significantly the overall ability of the nation to create and sustain formal 
employment especially in the private sector, which stands as evidence of the 
significance of the informal employment sector. Because of the inability of many small 
family businesses to strictly adhere to conditions governing payment of wages and other 
benefits during recession, there is a general preference held by employers for a self-
regulated and decentralized system of IR. In their view, a decentralized system of 
LQGXVWULDO UHODWLRQV LVPRUH VXLWHG WR6DPRD¶V EXVLQHVV HQYLURQPHQW DV LWZRXOG JLYH
employers the autonomy and flexibility to make necessary adjustments during times of 
hardship. Flexibility better suits employers, as well as the government, as one of the 
union representatives noted that decentralized, fragmented systems favour the powerful, 
RQWKHSULQFLSOHRIµGLYLGHDQGUXOH¶WKXVDGGLQJWRWKHGLPLQLVKLQJUHOHYDQFHRIXQLRQV
Such is the current state of the Public Service Association (PSA) or the national union 
of workers in Samoa.   
$QDQDO\VLVRI6DPRD¶VHFRQRPLFFRQWH[WDOVRUHYHDOVWKDWWKHLPSDFWRQHPSORyment 
of increased business costs is particularly evident in private sector employment. Rising 
FRVWV KDYH FRQWULEXWHG WR WKH HPSOR\HH¶V KHVLWDQFH WR SXUVXH QHJRWLDWLRQ ZLWK WKHLU
employer over better wages and other forms of compensation comparable to public 
sector employees due to the fear of losing their current job. In the private sector, it is 
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relatively easy to fire people because there is little protection available to workers under 
the current Labour and Employment Law of 1972. In most cases, the only requirement is 
for one party to give at least one-ZHHN¶V QRWLFH WR WKH RWKHU WR PDNH NQRZQ RQH¶V
intention to terminate the employment relationship.  
 
Besides a shortfall in formal employment accompanied by recent increases in youth 
unemployment (Australia Government Agency, 2009), the vast majority of the 
workforce in Samoa, especially in the private sector, is employed in low-skilled 
positions. This has put workers in a much weaker and more vulnerable economic 
position because in the resulting labour climate they could easily be replaced upon 
leaving. Unemployment has also greatly reduced the incidence of workers organising 
into unions in the private sector, and in turn has minimized the potential for workers to 
participate in employment decisions at any level. 
 
The lack of (or access to) quality education is identified by some of the participants in 
this study to be one of the main reasons most workers are finding themselves in weak 
and vulnerable bargaining positions. General lack of education in the workforce has 
notably affected employment, particularly in the informal sector: firstly by determining 
a low minimum wage for informal sector workers and secondly by influencing the 
extension of the labour law to also include subsistence, informal workers (those in 
service to the community or to a matai).  
 
As one of the key participants points out: 
  ǡ   Ǯǯ.  
They  introduce  the  Western  model  but  make  sufficient  allowance  for  the  fact  that  we  
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also  have  our  traditional  system  (cultural  values)  that  may  come   into  conflict  with  
the  western  model  in  some  ways  [Government  Representative  1].    
 
While the Labour and Employment Act of 1972 establishes the basic standards and 
conditions of employment for the private sector, its application is limited to those in 
formal employment. This is viewed by some of the participants in this study as 
sufficient, merely because the Act recognizes certain elements of the ID¶DVDPRD that 
cannot be fully comprehended by Western law. Such elements include a matai right to 
create rules and to reward a person who has provided a service to the matai and village 
community in whatever way or means that the matai considers appropriate. For 
instance, a paramount matai may bestow upon an individual that has been supportive an 
important chiefly title, or give the individual the exclusive right to use and develop a 
portion of communal land in order to earn a living for his family. In Samoa, most 
families do not have freehold lands, and with a significant number of people, especially 
those living in the villages and engaging in subsistence, informal work, the people rely 
on the generosity and support of local matai to attain the basic necessities of life such as 
food and income from farming activities. The provision of exclusive rights to and by 
matai LVDNH\H[DPSOHRIWKHDWWULEXWHVRI6DPRD¶V,5V\VWHPWKDW:HVWHUQODERXUODZ
cannot accommodate, and in which cases the traditional customs and rules prevail. For 
example, the act does not impose a minimum wage or employment standards on the 
informal sector, particularly pertaining to familial relationships, as these rules would 
affect the livelihood of the individuals within the community. To enforce Western 
labour law on employment relations in the informal sector would threaten to disturb the 
peaceful nature of Samoan society and therefore impinge on the system of social justice 
and authority structured around matai. 
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According to some of the respondents, the chief success of SamoD¶V,5V\VWHPLV WKDW
while formal employment is governed by Western rules in conjunction with informal 
customs and practices derived from the ID¶DVDPRD, informal employment is guided 
SULPDULO\ E\ 6DPRD¶V WUDGLWLRQDO fa¶amatai) system: without the intervention of the 
Western laws.    
4.3   The  relationships  within  the  IR  system  of  Samoa  
6DPRD¶V,5V\VWHPLVTXLWHVWDEOHWKRXJKVRPHLPSURYHPHQWVDUHQHFHVVDU\LQFHUWDLQ
DUHDVRIWKHOHJLVODWLRQWRDOORZIRUµXQLRQ¶UHFRJQLWLRQDQGWRHQFRXUDJHZRUNHUV¶YLD
unions) participation in employment decisions. According to several interviewees, the 
law makes no reference to trade unions with regards to union activities in general: for 
example, regulations for membership, registration and more importantly dispute 
resolution procedures. In addition, they contend that there are no statutory procedures 
governing the negotiation of either individual or collective contracts of employment. 
 
The lack of precise procedures to deal with unions and industrial disputes largely 
springs from the social institution of Samoan society. While there is a law that allows 
the formation of free trade unions in Samoa, the ID¶DVDPRD, in particular the notion of 
WKH µEHQHYROHQW VRFLHW\¶ ZKLFK LV W\SLILHG E\ YDOXHV RI UHVSHFW WUXVW DQG OR\DOW\ 
towards the elders and leaders, hinders significantly the development of unions as 
formal and strategic organisations possessing valid roles and purposes in the 
determination of workplace rules. The data also reveal that, while employers are 
generally supportive of workers forming unions, they show very little interest in 
creating an integrated IR system for public and private sector employment, and are 
particularly averse to any suggestion for employers and workers associations to organise 
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as collective bargaining partners. Interviews with union representatives otherwise reveal 
that trade unions would have benefitted from nationally integrated IR institutions 
among which their unity provide strength. An excerpt expressing this viewpoint is 
referenced in Appendix E: Para. I.  
 
The current trend facing employment in Samoa, however, is towards recognition of 
freedom of association of all workers, including those in the public sector. Employees 
are free to join trade unions and staff associations to protect and represent their interests 
at work. There have been conflicts between government and unions or staff associations 
over issues related to pay that have resulted in strikes. In 2005, strike action was taken 
by the Samoa Medical Association, which prompted the government to appoint a 
committee to review the salary structure for doctors. The government also took a bold 
step to restructure the public health sector, which resulted in the establishment of a 
National Health Service (NHS) in 2007 as a separate entity from the Ministry of Health 
(MOH). According to one of the interviewees, these changes are largely attributed to 
pressure from the Samoa Medical Association in collaboration with other international 
agencies such as the World Health Organisation (WHO) and the Australian Government 
Agency. What arose from this interview reflects positively on /HDW¶Vdiscussion 
on how the international context can exert influence on the national context, and 
eventually on the organisational context and the IR system itself. This literature, among 
others such as .RFKDQ0F.HUVLH	&DSSHOOL¶V strategic choice theory, extend 
'XQORS¶V GLVFXVVLRQ RI WKH WHFKQRORJLFDO SURGXFWPDUNHW DQG EXGJHWDU\ FRQWH[WV DQG
the locus of power distribution in a larger society where these factors are seen as 
DIIHFWLQJ WKH DFWRUV¶ UHODWLRQVKLSV ZLWKLQ WKH ,5 V\VWHP 6XFK LV WKH VWDWH RI YDULRXV
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public sector structural reforms in Samoa that the combination of traditional and 
Western leadership in the IR system is under threat. 
 
4.3.1 Employment legislation 
There are two distinct pieces of legislation governing IR in Samoa. The Public Service 
Act of 2004 (a modernized act replacing the Public Service Act of 1977) applies to 
public service employment (or government workers) and the Labour and Employment 
Act of 1972 regulates private sector employment as well as the majority of government 
statutory corporations (e.g., Electric Power Corporation, Samoa Water Authority, etc.). 
This legislation is administered under two separate government departments, the Public 
Service Commission (PSC) and the Ministry of Commerce, Industry and Labour 
(MCIL), under the general direction of the Commissioner of Labour. Despite an effort 
to bring both the public and private sectors under one constitution, through the 
introduction of an IR bill to Cabinet in 1992, the bill fell short in various aspects. In 
particular, the fact that unions were not even mentioned in the bill, in which the term 
³ZRUNHUV´ ZDV XVHG WR H[SUHVV WKH FROOHFWLYH DSSURDFK GLG QRW VHWWOH well with the 
QDWLRQ¶VXQLRQLVWV(see Prasad, et al., 2003). 
 
4.3.2 7KHUROHRIJRYHUQPHQWLQ6DPRD¶V,5V\VWHP 
The Samoan government remains the most significant and dominant employer in the 
public sector and in IR in general. While most participants in this study were highly 
FULWLFDO RI WKH QDWLRQDO JRYHUQPHQW¶V UROH LQ ,5 DV GLVFXVVHG SUHYLRXVO\ UHFHQW \HDUV
have seen the government relaxing its authoritative stance and taking a more proactive 
and holistic approach to IR by focusing on human capability and human resource 
development (HRD) in certain areas and professions. However, these changes in the 
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JRYHUQPHQW¶VPRRGDQGDSSURDFKGLGQRWRFFXULQGHSHQGHQWO\DQGQRWZLWKRXWSUHVVXUH
from unions and staff associations and overseas donor agency such as AusAID and its 
involvements in departmental reforms. For instance, discussion with representatives 
from the two main medical staff associations in Samoa highlighted the positive impacts 
that HRD policy has had on employment relations: particularly with improvements in 
working conditions and incentives for medical personnel, which were reviewed during 
WKH GRFWRUV¶ VWULNH LQ 6HSWHPEHU  7KH LPSDFW RI WKH GRFWRUV¶ VWULNH OHG WR D
government acknowledgement of the need to retain doctors and to attract overseas 
doctors to cover local skills shortages. The HRD framework also opened up 
opportunities for undergraduate and postgraduate training for other  professionals in the 
health system: such as nurses, radiologists, lab technicians, pharmacists, radiographers, 
dentists, etc. Upgrading the skill level of nurses, which make up the largest health 
workforce at the National University of Samoa (NUS) Faculty of Nursing and Health 
Science (Australia Government Agency, 2009), has had a significant impact on the 
QXUVHV¶ salary and conditions of employment according to one of the union respondents. 
7KLV PRYH DOVR XSJUDGHG WKH VWDQGDUG RI SUDFWLFH LQ QXUVLQJ DV ZHOO DV WKH QXUVH¶V
reputation. These developments have affected various attributes of the extant IR system 
of Samoa, as was apparent from an interview with one of the union representatives. See 
Appendix E: Part. II. 
 
The introduction of postgraduate nurse training, in specialist areas including midwifery, 
mental health and pediatric nursing, also owed much of its success to the collective 
efforts of the Samoa Nurses Association.14 %DVHGRQWKHPHGLFDOSURIHVVLRQ¶VVLWXDWLRQ
at present, and in retrospect of the role the Samoa Medical Staff Association and Nurses                                                                                                                 
14 The emphasis on the Nurses and Medical staff (doctors) Associations in this discussion is due to their 
participation as union representatives in this study  
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Association played in influencing employment policies in the public health sector, 
unions can and indeed will have some effect on IR outcomes, rules and regulations, 
SURYLGHGWKDWDFHUWDLQHOHPHQWRIDFNQRZOHGJHPHQWRIHDFKSDUW\¶VUROHH[LVWVEHWZHHQ
the government and employees. 
 
The representatives from the medical associations and government agencies reflected 
very positively on the newly established framework of the public health sector for 
various reasons. Since 2007, the Ministry of Health has been divided into two main 
sections, with clearly defined and distinct roles. The Ministry of Health (MOH) is 
assigned the role of administering public health policies and the role of regulator of 
these policies. The National Health Service (NHS), established in 2007 under the 
National Health Service Act of 2006 has the primary role of providing a wide range of 
clinical and general health services to the public; hence the majority of doctors, nurses 
and other clinical staff, such as radiologists, are incorporated within the NHS. The 
MOH remains under the jurisdiction of the PSC, while the NHS has its own Board of 
Directors and this board is comprised mainly of medical personnel. Based on interviews 
with union representatives in the health sector, the most promising attribute of the 
restructuring is that it would give medical staff the opportunity to exercise strategic 
control of budgetary as well as personnel issues. This suggests that the NHS division 
will be able to deal directly with substantive issues of pay, benefits, terms and working 
conditions for medical professions because the NHS will have its own budget: 
autonomous of the MOH. However, what also came across quite strongly from the 
participants is the view that the NHS and MOH interests very often overlap and 
interrelate to an extent that the role of one organisation would often be compromised for 
WKHJDLQRI WKHRWKHU*LYHQDOVR WKH02+¶VUROHDVDVSHFLDOL]HGJRYHUQPHQWDJHQF\
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responsible for public sector health policies, it is likely that this agency would make 
rules that are advantageous to the Ministry or would define these rules based on 
whatever the Central government dictates. Put simply, one of the representatives for the 
Samoa Medical Association reported that for as long as the government continues to 
overrule the budget requirements of the NHS, which would include funds for 
specialized training for medical staff, salary increments and a range of incentives to 
retain doctors in the public sector, there remains a possibility for the public health sector 
WR UHYHUWEDFN WR³WKHZD\ WKLQJVZHUHIRU WKHGRFWRUV´XQGHU WKH02+$V ORQJDVD
GRPLQDQWSOD\HUH[LVWVLQ6DPRD¶V,5V\VWHPWKHUHZLOODOZD\VEHD³QRQ-]HURVXP´LH
everybody depends on everybody else: win or lose ± together.  
 
4.3.3 The role of the International Labour Organisation 
Industrial relations regimes are relatively new and evolving in Samoa. The International 
Labour Organisation (ILO) has advisors working with Samoan national government to 
strengthen its IR system, legislative frameworks and collective bargaining and dispute 
resolution on the basis of ILO conventions. As discovered from the ILO workshop, 
UHDVRQDEOH SURJUHVV KDV EHHQ QRWHG WR KDYH WDNHQ SODFH LQ 6DPRD¶V ,5 V\VWHP 7KLV
LQFOXGHV WKH ,/2¶V FUHDWLRQ RI D WULSDUWLWH IRUXP WR GLVFXVV PDWWHUV UHODWLQJ WR
employment in general, and to help design a unified dispute resolution system for both 
public and private sector employment.   
Following  the  systems  model,  this  tripartite  relationship  is  located  in  an  environment  (or  
from   the   point   of   view   of   the   systems   approach:   in   a   supra-­system),   which   Dunlop  
reduced  to  three  kinds  of  factors:  market  conditions  and  budget  constraints,  the  stage  or  
level  of  technological  development,  and  the  distribution  of  power  in  the  larger  society.  
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'XQORSLVRIWKHRSLQLRQWKDWWKHDFWRUV¶UHODWLRQVKLSVZLthin  an  IR  system  are  valid  at  
all   levels,   i.e.   in   the   workshop,   in   the   enterprise,   in   the   economic   branch,   in   the  
economy   as   a   whole   and   internationally.   Therefore,   the   tripartite   relations   must   be  
viewed   as   a   pure   formal   pattern  when   applying   to   all   hierarchical   levels,   because   the  
factual   quality   of   relations   and   processes   at   these   levels   can   be   very   different,   even  
contradictory  (Dunlop,  1958).    
  
6DPRD¶V ,5 V\VWHP KLJKOLJKWV D QXPEHU RI LPSRUWDQW LVVXHV WR EH FRQVLGHUHG LQ WKH
implementation  of  a  Tripartite  Forum.  First,  the  tripartite  relations  are  seemingly  valid  
only   for   larger   organisations   such   as   Yazaki   Samoa,   thus   ignoring   the   existence   of  
smaller   and   less   significant   employers   and   staff   associations.   Second,   the   tripartite  
relations  primarily  take  place  at  the  national  level,  yet  if  the  majority  of  employers  and  
employees  are  operating  at  a  small  business  level  that  is  also  largely  untapped  in  terms  
of   representation,   the   effectiveness   of   a   tripartite   arrangement   on   the   organisational  
level   is   questionable.   The   output   of   the   system,   however,   affects   both   workers   and  
employers,  mainly   in   the  private   sector,   in   that   small   businesses  basically   rely  on   the  
dialogue  between   the  government,   the  chamber  and   the  Public  Service  Association   to  
produce  rules  DGYDQWDJHRXVWRWKHP)URPWKHUHVSRQGHQWV¶SRLQWVRIYLHZWKLVLPSOLHV
WKDW WKHUH LV D JUHDWHU UHOLDQFH IURP HPSOR\HUV DQG HPSOR\HHV RQ WKH µEHQHYROHQW
JRYHUQPHQW¶WRH[HUFLVHLWVGLVFUHWLRQRQLQGXVWULDOUHODWLRQVDQGHFRQRPLFIDFWRUVWKDW
are   beyond   thH LPPHGLDWH SDUWLHV¶ DELOLW\ WR FRQWURO 6XFKGLVFUHWLRQPD\ LQFOXGH WKH
government   subsidizing   for   workforce   training   and   short-­term   skill   development,  
reducing  product  import  tax  rates  and  subsidizing  the  payment  of  leave  (e.g.  maternity  
leave)  in  the  private  sector.   
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4.4   Employment  in  the  public  sector  
4.4.1 Legislation 
As briefly highlighted earlier, IR in the public sector is regulated by the Public Service 
Act of 2004, which is administered by the Public Service Commission (PSC) and 
applies to all government workers. The act was intended to modernize the legal 
framework for the Samoa Public Service (SPS) from the original Public Service Act of 
1977. Since 2004, the act has had two amendments, one in 2007 and the other in 2009, 
to reflect the various public sector structural reforms taking place over the past decade. 
Though the legislation has undergone several revisions since its original form in 1977, it 
still lacks a formal dispute resolution process that deals with unions: an omission that 
has also been noted by Prasad, et al. (2003) to have had a noticeable impact at times 
when negotiations between the government and the PSA collapsed. This indicates that, 
albeit a formal process to deal with employee grievances is clearly present, there is still 
no mention of unions. More precisely, any other change in regards to employee 
grievances and disciplinary procedures (e.g., Public Service Amendment Act 2002) has 
been minimal and incremental with merely an individual as oppose to a collective 
(union) focus. The Public Service Act of 2004, however, seeks to promote employee 
participation in decision-making through workplace forums, employee consultation and 
joint decision-making on certain employment issues. It provides for simple procedures 
for the resolution of labour disputes mainly through independent dispute resolution 
processes, which apply to both individual grievances and JURXSRUZRUNHUV¶DVVRFLDWLRQ
disputes.  
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4.4.2 The role of the PSC 
The PSC was established under the Constitution of Samoa as the principal employer for 
all of the SPS, but the Public Service Act of 2004 in reference to the Public Service Act 
of 1977 RXWOLQHV WKHPHWKRGVDQGFRQGLWLRQVRI WKH36&DVZHOODV WKH&RPPLVVLRQ¶V
powers of investigation and enquiry. Under the current legislation (i.e. the Public 
Service Act of 2004), and as in the original act (i.e. the Public Service Act 1977), the 
Public Services Commission, or officers of the Commission, may use the same powers 
as the Commission of Inquiry to summon witnesses and to receive evidence.15 The 
establishment of the act in 2004, in order to better reflect structural reforms in the public 
VHFWRU WKDWKDG WDNHQSODFH LQDOVRFRLQFLGHVZLWKFKDQJHV LQ WKH&RPPLVVLRQ¶V
duties. Several HR functions that had previously been undertaken by the PSC have all 
been devolved to the individual line ministries for implementation: these include 
recruitment and selection,16 promotion, transfer, disciplinary actions and termination of 
public servants, including for example termination by retirement and by redundancy. 
Thus, since the public sector structural reforms the Commission has concentrated on its 
strategic HR functions of a policy (rule) making authority for public sector employment. 
These functions can be broadly described in terms of policy planning, development and 
promotion, policy monitoring and evaluation, as well as advising and assisting 
ministries on all HR related matters. Based on several interviews, participants feel that 
the current practices in public sector employment, including a concentration on 
individual contracts, are likely connected to the decline in PSA activity in recent years, 
DQGWKHXQLRQV¶GLPLQLVKLQJHIIRUWV WRHVWDEOLVKDFHQWUDOL]HGEDUJDLQLQJVWUXFWXUHZLWK
government. The data also reveal that, while there is evidence of legislation established                                                                                                                 
15 All employer powers exercised by the Commission or by a CEO under the Act are exercised on behalf 
on the government which also makes clear that the employer is the government. 
16 Limited authority of a CEO: A CEO of a government ministry is given the authority to recruit employees 
starting from a clerical to a principal level position with the exception of contract positions (e.g. Assistance 
CEO) which must be done by the Commission.  
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for the protection of the workers (individual rights), the government also seeks to 
control social conflict. These two intentions have deepened with time in that there is 
now sufficient protection for individual employees, with concessions to standards of 
employment and work benefits, and yet the lapse in legislation recognizing union rights 
LV SHUFHLYHG E\ VHYHUDO SDUWLFLSDQWV DV WKH JRYHUQPHQW¶V SUDFWLFH WR FRQWURO DQG OLPLW
groups or collective actions. This allows the government ample discretion in decision 
making over the legalization of unions and the admissions of workers demands and 
strike regulations, particularly in public sector employment.   
4.4.3 The process for establishing work rules in public sector employment. 
Although the Commission is primarily responsible for setting the terms and conditions 
of employment for all government workers, as stated in the act, any changes to an 
existing policy are to be made in consultation with the Human Resources Coordinators 
(HRCs) and Assistant CEOs of all the government ministries. The ministries are 
encouraged by employment policies to share work-related information with employees 
LQ RUGHU WR PLQLPL]H FRQIOLFWV DQG WR IDFLOLWDWH GLVFXVVLRQ EHWZHHQ WKH PLQLVWULHV¶
representatives and the Commission when reviewing policies. Indeed, one of the 
government representatives reported that the relationship between the Commission and 
the individual ministries has generally improved over the past decade: mainly due to the 
decentralizDWLRQRI+5RSHUDWLRQDO IXQFWLRQV WR OLQHPLQLVWULHV DQG WKH&RPPLVVLRQ¶V
adaptation toward a consultative rather than a dictatorial process in the establishment of 
work rules.  
 
The consultation process appears to be the prevailing mechanism in determining IR 
outcomes in the public sector. Based on several interviews, it was found that the 
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establishment of a consultative framework to involve line ministries is partly due to the 
Samoan government responding to pressures from overseas agents (e.g., Asian 
Development Bank, Australia Agency) urging Samoa to control government spending, 
and partly relates to the enhancement of public sector services, through processes such 
DVWUDLQLQJHGXFDWLRQDQGXSVNLOOLQJWKDWVXSSRUWHPSOR\HHV¶SURIHVVLRQDOGHYHORSPHQW
needs. These changes indicate, at least to some extent, that the consultation process is 
primarily guided by an economic as opposed to a purely industrial relations focus.  
 
While the consultation process has allowed some degree of participation from the 
goYHUQPHQW PLQLVWULHV LW LV FOHDU IURP WKH LQWHUYLHZHHV¶ YLHZSRLQWV WKDW WKH\ ZRXOG
PXFKSUHIHUDµFR-GHWHUPLQDWLRQSURFHVV¶E\ZKLFKWKH\PD\WDNHDPRUHDFWLYHUROHLQ
the establishment of mostly procedural rules: for example, taking part in the design or 
review of the salary structure. From that perspective, the majority of interviewees 
SRLQWHGWRZKDWWKH\VHHDVWKH³WUXHQDWXUH´RIWKHµFRQVXOWDWLRQSURFHVV¶LQWKHVHQVH
that the Commission is concerned more about demanding support and compliance from 
the ministries, than it is about encouraging participation in decision-making. This is also 
FKDUDFWHULVWLF RI6DPRD¶V VRFLDO FRQWH[W DQG WUDGLWLRQDO UXOHPDNLQJ LQ WKH VHQVH WKDW
neither of the two processes is intended to presume an equality of power between the 
PSC and individual ministries or the staff of organisations/associations. Generally,  this  
analysis   of   the   processes   corresponds  with   the   systems  model,   as   it   is   fundamentally  
concerned  with   the  determination  of   rules  governing   the  performance  of  work,  noting  
that  such  rules  vary  in  their  degree  of  explicitness  on  a  scale  running  from  laws  at  one  
end  (e.g.,  the  Labour  and  Employment  Act  of  1972)  to  informal  customs  and  traditions  
at  the  other.  What  Dunlop  offers  in  this  regard  proves  to  be  of  relevDQFHWR6DPRD¶V,5
system,  in  that  certain  processes  do  not  necessarily  result  in  certain  (or  predetermined)  
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RXWFRPHV ,Q DGGLWLRQ DSSO\LQJ 'XQORS¶V PRGHO LQ WKLV FRQWH[W KHOSV UHPRYH WKH
relevant   parties   from   any   unrealistic   assumption   that   a   co-­determination   process   will  
give  workers   equal  power  of   influence  over  workplace   rule.  This   applicability   is   also  
true  of  the  view  expressed  by  Markley  (1993),  that  even  if  the  workers  play  no  part  in  
the  establishment  of  workplace  rules,  an  IR  system  would  still  set  the  rules:  in  the  case  
of  public  sector  employment  with  just  the  sole  involvement  of  the  government. 
 
Industrial relations in the public sector appears as though the government through the 
PSC unilaterally sets the rules, a practice that seems also to be contributing to the lack 
of clarity as to the role that the CEO of a ministry is supposed to be playing in the 
system. As one of the government representatives reported, a CEO has a limited role in 
policy making, though he or she may be perceived to be a representative of the 
employer and as such a member of the rule-making authority. In addition, any clear 
process that the Commission must follow in determining the salaries and conditions of 
employment remains yet to be seen, as stipulation on this matter was not included in the 
modernization of the Public Service Act. The Act does not explicitly recognize a role for 
unions in the consultation (or negotiation) process for the determination of salaries and 
conditions of employment. Prasad, et al. (2003) raised the same concern and most 
participants discussed the various deficiencies of salary structures in the public sector 
and argued that these generally relate to the hierarchical positioning of salaries across 
professions and occupational groups. For example, all CEOs across the government 
ministries and statutory corporations receive the same remuneration package regardless 
of the individual scope and nature of their responsibilities. The next level down from the 
CEO which is the Assistant CEO position, is also assigned a salary range that applies to 
all ministries and corporations. This pattern of salary structuring trickles down to the 
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lowest-ranked occupations where the wage rates of public servants consisting mainly 
clerical work are determined at a point in time by an internal job evaluation system 
carried out the PSC. 
 
4.4.4 Procedure for wage setting in the Public Sector 
7KH JRYHUQPHQW¶V SRVLWLRQ RI RSWLQJ IRU D VWDQGDUGL]HG SD\ V\VWHP across all the 
government ministries is geared towards consistency and to avoid having to deal with 
issues of pay differentials. However, some union representatives noted that the 
standardization of the pay system appears to be neither a realistic nor a sustainable 
option, because it undermines certain values, qualities, qualifications and other 
professional attainments that are required of some professions and not of others. For 
instance, one of the union representatives argued that a newly graduated doctor should 
be on a higher salary grade than someone with a Bachelor of Science (BSc) for 
example, and that a senior consultant should not be paid a lower salary than his CEO 
simply because the pay structure dictates that no one should be paid more than a CEO in 
the public sector.  
 
According to one union representative: 
Salaries  should  not  be  standardized  across  the  ministries.  You  get  paid  for  the  work  
you   do.   It   does   not   matter   whether   you   are   a   CEO   or   somebody   lower   down   the  
ladder:  the  energies  and  all  the  work  that  you  do,  if  you  can  weigh  it  out,  and  if  it  is  
worth   a   lot   more   than   the   work   of   a   CEO,   then   you   deserve   to   be   paid   a   pay  
comparable   to   what   ǯ   doing   that   the   CEO   is   not   doing   or   cannot   do   [Union  
Representative  1].  
 
Several interviewees suggested that it would be difficult to assume that participation 
from the ministries (or staff associations) will necessarily result in improved wages and 
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conditions of employment for certain occupational groups, in part because of budget 
constraints and largely because wage setting in the public sector is not justified by 
worker productivity. The contexts of budget constraints, technology and locus of power, 
DV GLVFXVVHG E\ 'XQORS DIIHFW WKH DFWRUV¶ JRDOV EDUJDLQLQJ SRVLWLRQV DQG OHYHO RI
interactions within the IR system. Provided that unions become involved in wage 
setting in the public sector, wages are likely to increase: thereby in turn affecting private 
sector wages. This result would occur because any alteration in one part of the IR 
system can be expected to impact on other parts, and to feed back into the system. 
FXQGDPHQWDOWR'XQORS¶VGLVFXVVLRQKRZHYHULVWKHYLHZWKDWHYHQLIWKHEDODQFHLQD
system is somewhat displaced due to changes in the environment, it would become re-
established given the condition that no major alterations would occur in the actors, 
contexts and shared ideology. 6DPRD¶V ,5 V\VWHP FDQ WKXV EH LQWHUSUHWHG LQ OLJKW RI
'XQORS¶VYLHZLQWKDWLQRUGHUWRSUHVHUYHYDULRXVDVSHFWVRI6DPRDQWUDGLWLRQVZKLFK
basically give the government the power and authority to unilaterally make decisions 
pertaining to industrial relations, the government makes sure that unions remain 
relatively marginalized in the processes of industrial relations. 
 
4.4.5 Unionism in Samoa 
$Q DQDO\VLV RI 6DPRD¶V ,5 V\VWHP UHTXLUHV NQRZOHGJH RI WKH UROH XQLRQV¶ SOD\ LQ
industrial relations: in particular of their involvement and influences on the rule making 
aspects of the employment relationship. In Samoa, tKH WHUP µWUDGH XQLRQ¶ LV UDUHO\
accepted, and in most cases it is not used to refer to an organisation of workers as the 
term is seen as a Western concept that does not quite fit with the cultural values and 
norms expected of Samoans. To some, WKHWHUPµtrade union¶ connotes the necessity of 
DQH[LVWLQJ³oppression´ to be opposed ± a form of insubordination that contradicts the 
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longstanding tradition of respect for those in higher authority, or for those who have 
been chosen as leaders. Others simply see µtrade unions¶ as an unfit concept mainly 
because there is not sufficient trade in Samoa to justify the need for trade unions. In 
IDFWDPRUHFRPPRQDQGFXOWXUDOO\DFFHSWHGWHUPIRUDZRUNHUV¶RUJDQLVDWLRQLVµVWDII
DVVRFLDWLRQ¶ ZKLFK LPSOLHV HTXDO UHIHUHQFH WR DQ\ ZRUNHUV¶ RUJDQLVDWLRQ ZLWKLQ WKH
ZRUNSODFH 7KH RUJDQLVDWLRQV WKDW µVWDII DVVRFLDWLRQ¶ PD\ DSSO\ WR LQFOXGH RWher 
professional organisations of workers such as doctors, accountants, teachers, lawyers, 
etc. The majority of these staff associations are located within the public sector, but they 
are non-government organisations (NGOs) in the sense that their activities are not 
governed under any statute.  Their main objective is to safeguard the interests of their 
members, which are not always purely related to IR. Being formally organised groups 
of workers, they would naturally expand their roles to pursue collective bargaining and 
negotiation with the employers in regards to wages and conditions of employment, but 
most do not in actuality feel that they are acting as unions. Another interesting 
perspective expressed in the interviews was that because of the way in whLFK6DPRD¶V
economy is organised, most Samoan people do not really feel the urge to join or to 
become formally organised as unions, because the survival of the individual is not 
always dependent upon formal employment, as it tends to be in New Zealand and 
Australia, for example. This worldview thus suggests that for most people, it really is 
not greatly significant if they have a job the next day, or the following week because 
they will always have a community to fall back on for support. An excerpt expressing 
this view is included in Appendix E: Para. III. 
 
For the most part, however, the lack of union activities and the marginalized role of 
unions in 6DPRD¶V,5V\VWHP carries the implication that Samoa is predominantly a non-
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unionized nation, to the extent that unions will continue to be marginalized in Samoan 
society for the foreseeable future. 
 
As one of the participants in this study noted: 
I  think  Samoa  is  generally  an  environment  that  is  alien  to  unionism;  or  rather  Samoa  
and   its   IR   system  would  be   viewed  by   trade  unionism  and   IR   experts   as  alien.   The  
basic   ingredients   that   reflect   the  makings   of   unions   or   call   for   the   organisation  of  
workers  are  not  there,  or  not  quite  there  yet  [Independent  Consultant  3].   
  
In addition, Samoa, like many PICs, has no organised institutional relationship between 
trade unions as representatives of workers and employers' organisations, in the sense of 
collective bargaining partnerships, as are common in industrialized economies.   
  
4.5   The  historical  development  of  the  PSA  
Expatriates first established the PSA (formerly known as the Western Samoa PSA) in 
the 1920s as part of the New Zealand Public Service Association, and the union became 
localized after Samoa gained its independence in 1962 (Prasad, et al., 2003). The PSA 
was first incorporated in 1964 and it has since struggled to represent the interests of 
permanent workers in the public, including teachers, doctors, dentists, nurses and post 
office workers. The primary objective of the union at the time was to maintain salary 
levels in parity with changes in the cost of living. It also assisted members with appeals 
regarding promotion, re-grading and disciplinary action. Several of the participants in 
WKLVVWXG\FRQVLGHUHGWKH36$DVWKHFORVHVWHQWLW\WRDµXQLRQ¶LQWKHcontext of Samoa. 
 
Other associations, such as the Nurses Association, Teachers Association, and Samoa 
Medical Staff Association, emerged alongside the PSA to focus on professional issues: 
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including for example, specialized and professional development training. As noted 
HDUOLHUWKHVHDVVRFLDWLRQVZRXOGRFFDVLRQDOO\SXUVXHµLQGXVWULDO¶PDWWHUVRUWKH\ZRXOG
pursue matters where the industrial/professional division was less clear, for example, 
providing training for midwifery nurses. Nonetheless, individual public employees 
generally maintained dual membership of their professional association and the PSA, 
albeit there was no affiliated or formal link between the associations (Prasad, et al., 
2003). Having dual membership seems appropriate in this context: for example, the 
Nurses Association has other international affiliations that members could approach 
about matters such as specialist training and professional development, but locally 
situated issues related to pay and other conditions of employment require the support of 
the PSA.  
 
2WKHU WKDQ µSD\¶ RQH RI WKH LQWHUYLHZHHV H[SODLQHG WKDW H[FOXVLYH PHPEHU VHUYLFHV
such as the PSA Loan Scheme and the PSA Bar & Pool House motivate workers to 
remain a part of the union, despite several criticisms that the Association does not 
behave in the capacity expected from a union. From 1984 until the late 1990s, the PSA 
RSHUDWHG DV D &UHGLW 8QLRQ E\ XVLQJ PHPEHUV¶ VXEVLGLHV WR IXQG D ORDQ VFKHPH WR
members at a discounted interest rate that was agreed upon by the executive members. 
At the same time, the PSA operated a Bar and Pool House, selling Vailima (local beer) 
WR PHPEHUV DOVR DW D GLVFRXQWHG SULFH )URP WKH UHVSRQGHQWV¶ SRLQW RI YLHZ WKHVH
IDFWRUVDIIHFWHGWKHXQLRQ¶VVWDWXVLQ6DPRD¶V,5V\VWHPEHFDXVHWKH36$emerged as a 
social club and not a trade union. 
 
During the early years of independence, the PSA faced a number of difficulties, which 
eventually led to its failure to remain as an incorporated society in 1978. It was reported 
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that the union faced difficulties in attracting and organising members. Membership 
continued to drop, with only a minority of the permanent public servants remaining. The 
absence of a precise procedure for settling disputes between the PSA and the PSC made 
it difficult for the AssociaWLRQ WR UHSUHVHQW D µXQLWHG¶ YRLFH UHJDUGLQJ ZDJHV DQG
conditions of employment. 
 
The PSA, however, developed a reasonable working relationship with the PSC on day-
to-day matters that included an agreement for direct deductions of union subscriptions 
from the payroll and permission for workers to leave work early (about 3 pm) to attend 
the Annual General Meeting (AGM) of the Association. But the settlement of collective 
disputes about salaries and other terms of employment was a different matter. The PSC, 
individual ministers, Cabinet and the Prime Minister would become involved in trying 
to resolve industrial issues with the Association but this caused more delays and 
problems throughout the 1960s.  This situation was not addressed when the Public 
Service Act of 1977 was established and it eventually surfaced as a significant issue 
leading up to the PSA strike of 1981 (Prasad, et al., 2003). 
 
As explained by the participants in this study, conditions for the PSA generally 
worsened in around the early 1970s, and by 1978 the union became deregistered after 
failing to submit annual returns as required under the Incorporated Societies Ordinance 
of 1952. While interviewees noted that some activity that occurred in the early 1970s 
evidently resulted in a partial upgrade of salaries in July 1975, over the years this 
activity was spasmodic and diminishing. In that regard, it may be worthwhile to note 
that one of the participants in this study played a key role in the initiation of a salary 
review that resulted in a salary upgrade for a specific class of teachers in 1975. This 
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participant, from the perspective of direct personal involvement, offered an explanation 
as to the reason why such an initiative was somewhat short-lived:  
I  made  an  argument  that  the  teachers  of  Samoa  College  were  a  special  lot.  The  PSC  
ǯǤ   Since  precedence  
      ǯ ǡ    
approached  us  to  negotiate  on  their  behalf  and  it  really  became  a  major  concern  for  
the  government,  as  a  general  wage  increase  would  also  drive  up  the  price  of  labour  
in  other  sectors.  The  fact  that  the  government  was  not  able  to  satisfy  everyone  in  this  
situation  in  this  way  prompted  the  PSA  strike  action      [Independent  Consultant  3].  
 
The above interviewee also confirmed that the Samoa Teachers Association was the 
only real active association at the time, but was not a participant in IR matters. It was an 
active organisation of workers in the sense that it was a body of light-minded 
individuals who were there to serve the whim of government. For example, if the 
government wanted a cultural dance group to perform during independence 
celebrations, or when entertaining visitors from abroad, the Samoa Teachers 
Association was the best group to carry out these requirements.  
 
Although other professional associations, such as those attended by nurses, doctors and 
lawyers, slowly came in under the PSA after it was revived in 1979, most did not fully 
XQGHUVWDQGµindustrial relations¶7KRVHZKRNQHZVRPHWKLQJDERXWthe concept thought 
that they could carry the PSA to a point where it would become a formally recognized 
union representing all public servants, but they too had other personal motivations and 
agendas. Some would campaign for election to executive positions both as public 
servants and as PSA members. As explained by one of the interviewees, the vast 
majority of public servants, like the teachers at the time were seen as individuals who 
could easily be controlled and influenced by cultural practices. For other public 
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servants, they basically saw the reestablishment of the PSA as an opportunity to stand 
out as µeducated young men¶ with great ideas, which they believed would give them the 
advantage of being recognized as a minority and an elite group of people who were 
fortunate to have been educated abroad.  
 
The reestablishment of the PSA in 1979 emerged as one of the focal points of 
discussion with those interviewees who had taken part in the revival of the Association 
because the event links directly to the PSA strike in 1981. As highlighted above, one of 
the factors that seems to stand out from the research discussions is that, the very few 
PSA leaders who have had education abroad were lauded by the impression of 
possessing certain qualities that would distinguish them as an emerging generation of 
future professionals in Samoa. In addition, this elite group of individuals genuinely 
believed that they had an advantage to attract more members and that they could easily 
influence employment policies in the public sector. Like the government, the PSA also 
sought to gain unilateral control of employment decisions in the public sector by 
exerting pressure on government to make policies that are advantageous to the union. 
That pressure apparently became the main source of power for those individuals seeking 
high positions in the PSA, and therefore, the strike encompassed a political rather than 
an IR focus.  This discussion UHODWHVWR'XQORS¶VYLHZRISRZHU-distribution within and 
outside the IR as it reflects the goals and values of the actors and the degree to which 
they are sufficiently compatible with permitting an IR system¶V continued existence. It 
suggests that if the goals and values of the actors reject the possibility of any role at all 
for one or more of the other actors, there will be no IR system, only a political one.  
,QLWVHDUOLHU\HDUVRIUHHVWDEOLVKPHQWWKH36$¶VGHWHUPLQDWLRQWRSOD\DQDFWLYHUROHLQ
WU\LQJ WR EULQJ 6DPRD¶V ,5 V\VWHP WR D UHDVRQDEOH level-playing field for the 
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government and workers had not been significantly affected by the lapse in regulations 
governing union activities, as was evident in the PSA strike. When the interviewees 
were asked about the current role of the PSA, and how it has evolved since the strike, 
there was a consensus among former members that the union had only been active in IR 
from the 1980s into the early 1990s. In addition, however, some were particularly 
apprehensive about the PSA posing as a union representative for the private sector; 
others were frustrated with the fact that the PSA is not doing what it is supposed to be 
doing, which is to keep debates going with the government. The latter view is based on 
VRPH LQWHUYLHZHHV¶ EHOLHI WKDW VLWXDWLRQV ZRXOG HYHQWXally improve for the union, 
provided that it continues to play a hands-on role in public sector employment. As one 
of the interviewees noted, there will come a time when unions can and will challenge 
decisions that are unilaterally made by employers or government if they can keep on 
building momentum as a union, and if they can continue working towards attracting 
more members so that the voice of the workers can become stronger. At present, almost 
DOO LQWHUYLHZHHVVKDUHG WKHYLHZWKDW WKH36$¶V role and energy has been diminishing 
over the past decade to the point where the union is seen as a disorganised and an 
inoperative organisation. Excerpts expressing this concern are referenced in Appendix 
E: Para. IV. 
 
While the majority of participants agreed that the PSA has not been a fully functional 
organisation of workers over the past six or more years, some emphasized causes of the 
36$¶VSUHVHQWVLWXDWLRQ)RULQVWDQFHRQHRIWKHJRYHUQPHQWUHSUHVHQWDWLYHV argued that 
WKHUHDVRQIRUWKH36$¶VODFNRIDFWLRQRver the past years might possibly be linked to 
overall improvements in employment relationships, especially in the public sector in 
which workers do not necessarily see any relevance in joining the union. This is due to 
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wages and working conditions being generally improved in the public sector, even 
without any pressure from the PSA. Others, such as the independent consultants, shared 
a view that leaders of the PSA do not really know what its role is, nor do they 
understand the extent to which its participation in formulating national policies impacts 
on workplace rules, especially when the PSC has not really allowed the union to 
perform any role at all.  One of the participants added that the mere existence of a law 
allowing the formation of unions in Samoa does not necessarily mean that unions are 
expected to behave in the way that unions do in other countries or become fully 
functional organisations of workers, because that type of association would not fit in 
well with the cultural aspects of Samoan society. Therefore, it is not the choice of the 
unions to be passive; it is a condition being imposed upon them by society and social 
norms.     
4.5.1 The PSA strike   The PSA strike emerged as one of the main points of discussion with the vast majority 
of interviewees who had had some form of direct involvement with the government 
during the strike: some had slightly more profound experiences than others. Interviews 
with former PSA members reveal that some of them still maintain their memberships 
with the PSA regardless of their respective employment statuses, for example as heads 
of government departments. Two of the participants in this study noted that they had to 
withdraw their membership with the PSA because of the conflicting objectives of their 
current roles as representatives of government agencies responsible for employment, 
and as PSA members. Those who remain with the PSA only do so in the sense of 
continuing payments of their fortnightly subsidies to the union, but they have not 
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participated in union meetings and other activities for several years, and they do not 
have any intention or interest to be actively participating in these activities in the future.  
Based on discussions with the then PSA members who were centrally involved in the 
PSA dispute, the thirteen-week strike by some 4000 public servants was undoubtedly 
the most drastic and memorable experience for most. What also arose from those 
conversations was the view that since the strike is considered to be the first ever event 
of such magnitude to WDNHSODFH LQ6DPRD LWEDVLFDOO\EHFDPHDµWHVWRI IDLWK¶RQ WKH
SDUWRI WKH36$ZKLFKZDVDLPHGWRHVWDEOLVKWKHXQLRQ¶VSRVLWLRQLQQRWRQO\WKH,5
arena, but also in the socio-political context of Samoa as a whole. Several interviews 
indicated that the PSA was motivated by the intention to see how far workers could go 
to influence employment relationships in the public sector and/or to create a new 
cultural work environment in the knowledge that the strike would also impact on the 
ID¶DVDPRD.  
 
In geneUDO WKH36$¶V VWULNHZDVFRQVLGHUHG WREHXQFKDUDFWHULVWLFRI6DPRDQVRFLHW\
From an IR perspective, there were two significant issues that emerged very clearly 
from the PSA strike. The first issue of concern for the PSA relates to whom the 
employer was with the power to negotiate, and reach a settlement. For instance, the 
XQFOHDU GLYLVLRQ EHWZHHQ WKH 36& DV WKH HPSOR\HU DQG WKH JRYHUQPHQW¶V UROH DV
legislator was explained by one of the interviewees as one of the contributing factors to 
the dysfunctional reporting relationship and an unclear line of communication between 
the union and the government officials. An excerpt expressing this view is referenced in 
Appendix E: Para. V. 
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The second issue raised was concerned with the procedures to be followed when a 
dispute arises. As highlighted earlier, there were no defined procedures to handle either 
the substantive issues (wages) or the issue(s) of principles: for example, is a strike a 
valid reason for a public servant to be absent from work? Some of the interviewees 
argued that, given the lack of procedural rules governing union activity, there was 
nothing in the legislation defining whether a strike was legal or not. The lapse in 
regulations governing industrial disputes also allowed for flexible arrangements 
between the government and the PSA, in the sense that either party could do as much as 
they deemed necessary, or they could do as little as possible, to influence IR outcomes. 
However, with the power and authority vested in government, it is inevitable that the 
JRYHUQPHQW ZRXOG KDYH WKH ILQDO µVD\¶ LQ HYHU\ HPSOR\PHQW GHFLVLRQ LQ WKH SXEOLF
sector. 
  
The PSA strike in 1981 has had notable impact on industrial relations and the IR system 
of Samoa. First, the strike undoubtedly attracted international attention in that the 
existence of the PSA as a union in dispute became part of the consciousness of 
international trade unionism. Expressions of solidarity and funds (a burst of 
international assistance surfaced during the strike) and were a base for extended and 
increased assistance in the ensuing years (Hince & McFarland, 1997). In addition, the 
strike being the first of its kind in Samoa was an intense learning experience for all 
parties concerned: an experience which most participants in this study noted to have 
caused divisiveness and social disparity in Samoan society, because it contradicted the 
beliefs and values espoused in the ID¶DVDPRD and the true nature of interpersonal 
relationships within the society at large (see also Snell, 1992; Wendt, 1981). Generally, 
there was also a realization that the strike had confirmed a deep-seated perception that 
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unionism is a practice that is alien to Samoan culture. But from a political perspective, 
WKHVWULNHFOHDUO\GHPRQVWUDWHGWKHSRZHURIµXQLW\¶DQGµVROLGDULW\¶LQWKDWWKH36$QRW
only had become more feasible as an institution, but it (and its members) had 
demonstrated the capacity to act as a union. Furthermore, the PSA clearly emerged as a 
political force. Some prior evidence of this potentiality could have been adduced by the 
LPSDFWRIWKHWUHDWPHQWRIWKHHDUOLHU36$E\3ULPH0LQLVWHU0DWD¶DIDLQWKHODWHV
ZLWKWKHSXEOLFVHUYDQWVUHDFWLRQOHDGLQJWRSRVVLEO\WKHIDOORI0DWD¶DID¶VJRYHUQPHQW
at the 1970 elections (Hince & McFarland, 1997). Likewise with the consequence of the 
1981 strike, it was evident from interviews with some of the former PSA members, that 
WKH36$¶VSROLWLFDOLQIOXHQFHOHGWRWKHGHIHDWRI7XSXROD(IL¶VJRYHUQPHQWLQWKH
election. 
That   strike  brought  a   lot  of   changes  and  historical  events   that   impacted  on   the   IR  
system.  We  knew  that  we  had  a  very  unfriendly  employer,  which  was  the  government,  
so  we  wanted  to  change  the  government.  Therefore,  we  took  on  a  political  agenda,  
and  voted  in  the  candidates  from  the  districts  who  then  went  in  and  voted  Tupua  out  
and  he  never  became  Prime  Minister  again  [Independent  Consultant  4].    
After the events of 1981, the PSA did revert to a cooperative, if not submissive, role of 
consultation and discussion (usually informal) with the PSC concerning day-to-day 
matters, which were largely related to wages and basic conditions of employment. 
:KLOH VRPHPDUJLQDO LPSURYHPHQW WRZRUNHUV¶ VLWXDWLRQVZDV QRWHG ZKLFKZDV QRW
necessarily a result of the union pressure), the PSA began to move away from playing 
any real role in the IR system, particularly in the public sector. One of the participants 
RIIHUHG DQ H[SODQDWLRQ DERXW WKH GLPLQLVKLQJ UHOHYDQFH RI WKH 36$ LQ 6DPRD¶V ,5
system. 
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[The   diminishing   relevance   of   the   PSA]  may   not   be   [the   PSA   executives']   fault,  
things  have  changed  since  the  strike  of  1981.  At  that  time,  the  PSA  showed  itself  for  
being  a  truly  functional  organisation  of  workers  and  was  active  as  such.  Since  then,  
maybe  the  scenario  has  changed  and  they  no  longer  act  in  that  way  or  maybe  they  
cannot  act  anymore  because  the  people  who  make  up  the  PSA  do  not  have  the  loyalty  
to  the  PSA  that  they  were  able  to  demand  or  call  upon  at  that  time.  They  were  truly  
independent,  I  mean,  they  were  all  public  servants,  but  when  it  came  to  the  issues  of  
the  PSA,   they  were   independent  and   saw   themselves  as  employees   that  have   issues  
and  could  act  together  as  employees.  And  of  course,  since  that  time,  the  ranks  of  the  
public  servants  within  the  PSA  had  been  drawn  from  the  senior  officers  even  up  to  the  
CEO  level.  Now  those  people  are  all  contract  workers  to  the  government  and  they  are  
no  longer  interested  in  the  PSA  [Independent  Consultant  2] 
 
4.5.2 The politicization of the PSA   In several interviews with former PSA members, it was found that an interesting 
development took place when HRPP came into power in 1982. The then Prime 
Minister, Tofilau Eti Alesana, announced his portfolio in which PSA was to become a 
ministerial portfolio. During that time, most people suspected that the politicization of 
the union was intended to ensure that the union became and remained a part of the 
apparatus of government and to bring the PSA under the control of the government so 
that there would be no recurrence of the 1981 strike. Some of the participants noted that 
this speculation became a reality when the Yazaki workers went on strike in 1993 and 
the PSA refrained from playing any active role in representing the workers, which 
eventually led to the fate of many employees to lose their jobs. This is despite the PSA 
posing as a formal national union for every worker, including private sector employees. 
7KH36$¶VGHFLVLRQQRWWRSDUWDNHLQWKH<D]DNLZRUNHUV¶VWULNHLVVHHQDVKDYLQJEHHQ
political, in that some of the participants share the view that the PSA executives at that 
time were torn between their responsibility to members and their obligations to the 
government as public servants. As most were high-ranked government officials, the last 
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place they would have wanted to position themselves was on the wrong side of 
government.    
In 1984, the PSA affiliated with the International Confederation of Free Trade Unions 
(ICFTU) as the representative of Samoa, and since it was the only significant player in 
6DPRD¶V ,5 V\VWHP WKH XQLRQ¶V VFRSH RI UHVSRQVLELOLW\ HYROYHG WR DOVR cover private 
sector workers. The PSA has since to date being recognized as the representative of all 
workers in the public and private sectors. As this relationship with international 
agencies first developed in 1984, opportunities began to emerge for the union to take on 
other strategic focuses: such as education, training and other forms of professional 
GHYHORSPHQWIRUPHPEHUV7KLVKDGGLYHUWHGWKHXQLRQ¶VDWWHQWLRQIURPWKHVXEVWDQWLYH
issues of pay and allowed them to focus on long-term and sustainable development for 
individual members as well as member organisations. With the assistance of overseas 
agencies (e.g., ICTFU and the ILO), the union was enabled to carry out workshops and 
education campaigns, and due to most training exercises taking place overseas, 
members were expected to gain international exposure that would also be beneficial 
WRZDUGVGLYHUVLILFDWLRQRI6DPRD¶V,5V\VWHP 
 
4.6   Employment  in  the  private  sector  
4.6.1 The environmental contexts of IR in the private sector 
Samoa has a small, embryonic private sector made up largely (80 percent) of many 
small (family-owned) enterprises that have fewer than five employees (Asia 
Development Bank, 2007). The private sector business environment has improved over 
the past few years, with the government giving increasing priority to stimulating private 
sector development through job creation, education and skill development for both 
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employers and workers. In 2006, the private sector accounted for about 58% of GDP 
and two thirds of formal employment (Pacific Islands Forum Secretariat, October 2007). 
Also, in recent years, the growing number of construction companies as well as an 
expanding service industry, mainly in tourism and hospitality, has noticeably 
contributed to the development of the private sector.  
 
Growth in private sector employment has evidently brought about certain opportunities 
as well as constraints on industrial relations and on the IR system of Samoa, with regard 
to labour laws and other areas related to employment. Employment in other areas such 
as trading banks, small manufacturing, training and other service industries has catered 
for a limited number of employees. Samoa's private sector is dominated by Yazaki EDS 
Ltd, as it has since its establishment in 1992, been Samoa's largest private employer, 
with approximately 1,000 workers at present. 
 
While in many ways progress has been slow and lacking in depth, recent and continuing 
government reforms are designed to facilitate a more open and accessible enabling 
environment for business. The government has acknowledged the importance of the 
private sector in alleviating poverty and is committed to improving the enabling 
business environment: a commitment which has impacted on the IR policy framework 
in Samoa.  The lack of jobs makes it very difficult for local government to enforce upon 
private sector employers by means of legislation the inclusion of such benefits and 
entitlements as maternity and paternity leave, long service leave and health insurances. 
The current legislation, however, provides for minimum wage and conditions of 
employment as well as payment of mandatory entitlements such as superannuation 
through the National Provident Funds (NPF) and accident compensation funds via the 
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Accident Compensation Board (ACB). Thus, establishment of agreed terms and 
conditions other than those specified under the legislation is left entirely to the 
employer¶s discretion. As such, remuneration for labour relies heavily upon the forces 
of the labour market and the value and availability of certain skills locally.  
 
As typical of many PICs, issues of pay disparity, increase in business costs, 
employment creation, social dialogue and rights at work emerge as some of the 
FKDOOHQJHVIDFLQJPDQ\HPSOR\HUVLQWKHSULYDWHVHFWRU7KHHPSOR\HUV¶UHSUesentative 
interviewed emphasized that these issues were seen as equally valid for the participation 
of both employers and employees in determining national rules and policies during the 
ILO workshop.    
4.6.2 Legislation 
The Labour and Employment Act of 1972 regulates employment and IR in the private 
sector.  In practice, however, the number of employees covered under the act is far 
greater than the population of the private sector alone as it also applies to workers in 
statutory Government Corporations (e.g. Water Authority, Airport Authority, Electric 
Power Corporation and others). 
 
The Minister of Labour is responsible for overall direction and control of the act but the 
MCIL, under general supervision of the Commissioner of Labour, is responsible for the 
day-to-day administration of the act. The department has the broad functions of advising 
workers and employers on all industrial relations matters, taking appropriate measures 
to ensure safe and healthy working conditions, encouraging good relationships between 
employers and workers and ensuring that employers, workers and other persons of 
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obligation fulfill any requirements being placed upon them by means of voluntary 
settlements and industrial agreements and by the act and any other regulations 
administered by department. 
 
Among the areas covered under the Labour and Employment Act of 1972 are: 
administration of regulations outlined in the Act; rules for wage protection and contract 
of service including termination of service and notice periods, holiday leave, hours of 
work and overtime; shift work; occupational health and safety regulations; and 
procedures for dealing with industrial disputes. All substantive provisions, for example 
leave, basic working conditions and safety provisions, are enforced by the Ministry of 
Commerce, Industry and Labour. An interview with one of the key participants noted 
that the establishment of terms and conditions of employment in the private sector relies 
largely on self-regulation and the intention of an employer to facilitate payments of 
other additional benefits for workers. In addition, the nature of most agreements 
between employers and employees are largely informal based on what one might 
WHUPHG DV D ³JHQWOHPHQ¶V DJUHHPHQW´ 7KLV WHUP UHIHUV WR ± an informal, oral 
understanding resting on the sense of personal honor of the involved parties. Generally, 
such agreements are not enforceable through courts (Business Dictionary, 2010). 
 
A provision for the establishment of a minimum wage by the Head of State, on the 
advice of Cabinet, is contained in Section 19 of the act. The minimum wage is expected 
to provide workers with a basic standard of living when supplemented by other 
subsistence activities such as farming and fishing: activities in which most families 
engage. At present the minimum wage stands at $T2.00: the equivalent of NZD1.06 per 
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hour.17 Under the act, members of the Advisory Committee are to consult the employers 
and employees at the time of determining a minimum wage before any changes are to 
take effect. In that regard, the act is considered to sufficiently support the participation 
of both employers and workers in the establishment of substantive rules such as wages 
and other terms of employment. Wage negotiations and policies formulations; however, 
in the private sector relies heavily on management prerogative and initiative. This 
avenue is not available in the public sector under the Public Service Commission Act of 
2004 as the determining power for wage setting lies with the Commission, with the 
exception of a General Wage Increase (GWI) where approval from Cabinet is required. 
The act also expands on the employment of women and children. Under the terms of the 
DFW DPHQGHGZRUNHUVPXVWEHDW OHDVW\HDUVRIDJHH[FHSW LQFDVHVRI µVDIHDQG
OLJKW¶ZRUNUHndered to the matai; and no worker should be required to work for more 
WKDQKRXUVSHUZHHN7KHDPHQGPHQWWRWKHµZRUNLQJDJHFODXVH¶FRLQFLGHVZLWKWKH
ILO core convention. 
 
4.6.3 Procedure for settling disputes in the private sector 
Another positive aspect of the Labour and Employment Act of 1972, which sets it apart 
from the Public Service Act of 2004, is that the Labour & Employment Act clearly 
outlines procedures for assisting the settlement of industrial disputes as depicted in 
Figure 3. As much of WKHODERXUOHJLVODWLRQLQ3,&VGDWHVIURPFRORQLDOWLPHV6DPRD¶V
LQGXVWULDOUHVROXWLRQSURFHGXUHZDVHVWDEOLVKHGGXULQJWKHWLPHRI1=¶VDGPLQLVWUDWLRQ
of the Samoan government.                                                                                                                 
17 Section 19 (2) of the Act requires that the Minister may from time to time appoint an advisory committee 
on minimum wages, the duties of which shall be to review comprehensively any industry and report to 
him on any matter pertaining to minimum wages, standards of living, and margins for skill and to this 
purpose the committee shall also consult with the employers and workers concerned as it may consider it 
advisable.  
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Figure 3:   Procedures  for  settling  an  industrial  dispute  in  the  private  sector 
 
While the dispute resolution system makes no reference to unions, it applies to both an 
individual grievance and a union (association) of workers dispute as these would be 
treated as synonymous. 
  
4.6.4 Procedure for wage setting in the private sector 
As briefly highlighted, employers tend to favour a decentralized system of wage 
determination in the private sector. Likewise, the data reveal that the government insists 
that wage determination should be decided between employer and employee. The 
authority of the employers to hire and fire is also unchallenged by legal statutes and 
YES  
Agreement  is  registered  by  
the  Commissioner  of  
Labour  as  final  and  
conclusive.  
Agreement  is  sealed  with  the  
Supreme  Court  seal  and  
forwarded  to  the  Commissioner  
to  be  registered.      
NO  
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remains a managerial prerogative. Interviews with union representatives indicated that 
the state also adheres to the 'voluntarist' framework when it deals with private sector 
employment, by not introducing statutes that would compel employers to recognize 
trade unions as bargaining partners. 
 
The organisation of industrial relations thus continues to remain highly decentralized in 
the private sector in that decisions with regard to pay are made primarily at the 
enterprise level and are determined by individual agreements between employers and 
employees. Because there are rarely formal rule-making arrangements that guide 
decision making on pay and other conditions of employment, or for resolving individual 
grievances, the organisation of industrial relations also remains characterized by a low 
degree of formalization.  
  
4.6.5 Unionism and collective bargaining: historical overview 
To this day, trade unions remain relatively rare outside of the private sector, although 
some spasmodic attempts were made during mid 1990s to establish a national union of 
workers to organise workers (associations) in the private sector. As mentioned earlier, 
unions or staff associations are usually established within the individual organisations 
themselves. They have very little to no direct influence on employment decisions at the 
national level, let alone the organisational level. In fact, participation in the making of 
workplace rules is almost restricted to organised groups in the formal sector. The 
existence, nature and scope of staff associations and their level of participation may also 
vary according to the types of organisations they work for, their cultural values, 
practices and beliefs, the leadership and management skills of the CEOs or General 
Managers, and the strategic choices of the organisations. This is to say that some 
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associations may have virtually no role and no influence or participation in employment 
decisions whereas others may participate in these decision processes impotently, with 
no real bearing on HPSOR\PHQW UHODWLRQV¶ decisions and rules. As noted from most 
interviewees, the employers are usually supportive of the formation of staff associations 
because such an association is not considered to be a threat to the organisation and it is 
usually helpful to serve the needs of the employers. )RULQVWDQFH<D]DNL¶VDGDSWDWLRQRI
a Japanese model of enterprise unionism typically places executives of the union in the 
management team. Their primary objective is to maintain a high level of employee 
commitment to work and to managerial prerogatives and to appease employees by 
convincing their representatives in staff association that the management has their 
interests at heart. In Samoa, this practice is very common with enterprise unionism and 
rarely do such workers organisations, controlled by organisational management staff, 
pursue employers on industrial relations matters. Thus, the majority of staff associations 
organise for the purpose of social networking, fundraising, organising parties and 
providing support for colleagues during funerals or times of personal loss.  
 
%HWZHHQ  DQG  D QDWLRQDO XQLRQ FDOOHG WKH µ6DPRD National Union of 
Workers¶ (SNUW) emerged, initiating a positive move towards strengthening union 
(worker) participation in the making of rules governing private sector employment. The 
establishment of a national trade union was largely influenced by the events leading up 
to the Yazaki strike in 1993, in which two key participants had been heavily involved 
(although practically at opposite sides of the negotiation table). The two key participants 
mentioned herein include the then Commissioner of Labour and the Secretary General 
of SNUW (also a former PSA member) who is currently a Member of Parliament in 
New Zealand. It is worthwhile noting that the Yazaki dispute is the only recorded and 
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significant dispute in the history of private sector employment in Samoa. More 
importantly, the Yazaki strike in many ways supported the view put forth by some of 
the participants that unions in Samoa do not quite have the attributes RI D µXQLRQ¶ by 
LQWHUQDWLRQDO VWDQGDUGV ZKLFK LV ODUJHO\ GXH WR WKH QDWLRQDO JRYHUQPHQW¶V ODFN RI
support towards establishing procedures that would govern union rights. As reported by 
one of the interviewees, a key former PSA member who assisted Yazaki workers in 
their dispute despite disapproval from the PSA executives, the Yazaki strike made him 
realize that there was potential for unionism in the private sector. With Yazaki workers 
not knowing whom to approach for guidance about their rights when both the PSA and 
the Commissioner of Labour failed to assist, this poor handling of the strike presented 
an opportunity for the interviewee and his associates to expand the labour movement so 
that it would include, for example, workers in the emergent segments of the private 
sector: tourism and hospitality, transport and construction, tobacco and the breweries, as 
well as the various statutory government Corporations such as Samoa Water Authority 
(SWA), Airport Authority (AA), Samoa Telecommunication (SamoaTel) and Electric 
Power Corporation (EPC). This effort led to the establishment of the SNUW in 1994. 
 
The SNUW was established under the constitution administered by the International 
Confederation of Free Trade Unions (ICFTU). The constitution basically allows the 
establishment of free trade unions in which workers have the right and freedom to form 
into unions. The SNUW immediately gained support from not only the ICFTU but also 
the South Pacific Council of Trade Unions (SPCOTU) and the ILO. These agencies 
provided some financial assistance towards the running of workshops, education and 
WUDLQLQJDQGDOVRSDLGIRUWKH6HFUHWDU\*HQHUDO¶VZDJH,Qthe SNUW had about 
600 financial members comprising mainly workers from the banking sector (e.g. 
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Westpac Bank, the then Bank of Western Samoa (BWS), and the Development Bank) as 
well as some other government statutory corporations. The subscription fee was only 
$T1.00 per member per fortnight and that put a huge financial strain on the union to 
expand its movements to cover other untapped industries such as manufacturing, hotels, 
construction, service and retailing and numerous smaller businesses. With the exception 
of airport workers, who became organised in 1992, and the then Bank of Samoa, which 
had a union established in the 1980s that continued through to an ANZ takeover in 
1990, the vast majority of organisations and industries did not have staff associations 
and thus it would have been difficult and costly to create individual unions for every 
LQGXVWU\LQWKHSULYDWHVHFWRU)URPWKHLQWHUYLHZHH¶VSRLQWRIYLHZWKHDLUSRUWZRUNHUV
and bank workers were indeed organised into staff associations, but those associations 
were traditionally developed and supported by managers with the purpose of supporting 
management decisions. With the airport workers: pilots, flight attendants and traffic 
controllers had a lot more clout than other workers: including cleaners, security staff 
and customer service workers, because the former group of workers had the support of 
the International Transport Federation. The Airport workers reached an agreement with 
the airlines, which was supposed to be reviewed on a two-yearly basis. Although they 
had better wages and benefits as a result of that collective effort, the Airport workers 
only survived through a single-wage claim primarily due to the lack of a precise 
guideline for negotiations that would give credibility to any arranged situations between 
the workers and their employers. As one of the independent consultants noted, the 
$LUSRUWZRUNHUV¶IDLOXUHWRKDYHWKHLUFROOHFWLYHDJUHHPHQWUHQHZHGZDVPDLQO\GXHWR
the fact that there was no legislation that would compel employers to negotiate with 
workers at any stage during the employment relationship.  
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The SNUW had the makings of a union for three years before it disappeared: partly due 
to the departure of the main persons who had spearheaded the union movement, but 
mainly because the national leaders and employers were not entirely prepared to accept 
unionism in that context. As was discovered during the data collection, the same 
individuals who played a key role in establishing the SNUW also made efforts towards 
establishing D WUDGH XQLRQ PRYHPHQW FDOOHG WKH µ6DPRD 7UDGH 8QLRQ &RQJUHVV¶
(STUC): to be based on the NZ Trade Union model of around the same time. The 
objective was to remove the central status given to the PSA by establishing a single 
trade union with new governance comprising equal representation from the PSA and the 
SNUW. But that arrangement did not sit well with the PSA members, hence leading to 
the end of the STUC movement. 
 
Unions also faced a major challenge with trying to organise a significant number of 
workers in the informal sector where there is largely an absence of relevant legislation. 
The formal sector did not look promising either for union movement because the 
majority of businesses in Samoa were (and still are) considerably small in employee 
numbers, most of whom are family members and friends. As the majority of small 
businesses would have adapted to a family-oriented cultural work environment, the 
relevance of unionism in such an environment is questionable. Naturally, with a smaller 
workforce, there is an expectation that workers would easily have direct access to the 
employer whenever the need arises.  
 
Based on discussions with various participants who represent the key actors in IR in 
Samoa, actual worker and employer participation in policy formulation and IR is quite 
minimal: partly due to participation being restricted to those in the formal sector. 
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Furthermore, participation is almost completely limited to those who are organised: 
further limiting participation to the organised sector of the formal sector. Workers in the 
formal sector tend to be represented by those workers who are organised, mainly the 
PSA because it is the principal organisation of workers in the formal sector. Also, there 
is generally a lapse in the ability and initiative, on the part of existing organisations of 
employers and workers (i.e. the chamber and the PSA), to organise the significant 
number of informal employers and employees in Samoa.  
 
Another perspective highlighted the importance of workers to be organised on their own 
free will, without this being imposed upon them by some other organisation or 
legislation. This viewpoint is referenced in Appendix E: Para. VI. From the review of 
literature, it is clear that WKLVYLHZSRLQWUHIOHFWV'XQORS¶VEHOLHIWKDWZRUNHUVDre never 
disorganised in an employment relationship. While they may seem disorganised at first, 
the nature of their inherent organisation becomes clear as one seeks understanding of it 
and notes that they have been organised all along. 
 
Samoa, like many other PICs, has no organised institutional relationship between 
unions as representative of workers and employers organisations, in the sense of 
collective bargaining partnerships, as exists in most industrialized countries. To some 
respondents, this is acceSWDEOH WR VRPH H[WHQW JLYHQ 6DPRD¶V VPDOO DQG IUDJLOH
economic and business environment, where it may not be feasible to have collective 
bargaining partners. In any context, however, Dunlop notes that industrial relations are 
determined by the bargaining powers of the actors involved: powers that are in turn 
determined by product markets, labour markets, and political leverage.  
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4.6.6 The role of the Samoa Chamber of Commerce and Industry 
The Samoa Chamber of Commerce and Industry ³WKH FKDPEHU´ Ls essentially an 
association of businesses, corporations and business people representing in the very 
broadest sense the private sector business community in Samoa. Membership of the 
Chamber of Commerce includes the Samoa Association of Manufacturers and Exporters 
(SAME) and the Samoa Hotel Association (SHA)$VDQRIILFLDOPHPEHURI6DPRD¶V
National Tripartite Forum, the chamber has been the representative of private sector 
employers in IR forums both locally and internationally. The primary objective of the 
chamber is to promote the best interests of private sector business and industry 
throughout Samoa. These interests include the creation of a healthy and sustainable 
work environment to foster employment relationships between employers and 
employees in the private sector. By presenting a collective voice of its members to 
government, the chamber also seeks to influence the formulation of national economic 
policies that lead to the maintenance of a stable and healthy climate, promotion of 
sustainable growth and the creation of new investment and employment opportunities.   
With specific reference to employment and IR, the chamber also supports and 
HQFRXUDJHVFDSDFLW\EXLOGLQJWKURXJKWKHHVWDEOLVKPHQWRI6DPRD¶V,Q-Country Training 
Program (SICTP), which is seen as an avenue for smaller businesses that cannot afford 
to invest in employee education or to up-skill their workers.  
 
Despite some effort from the chamber to organise employers in the private sector, some 
of the participants in this study were highly critical about the true nature and role of the 
chamber as a representative of employers, in that most of the participants do not see the 
FKDPEHU DV KDYLQJ DGGHG DQ\ VLJQLILFDQW YDOXH WR ,5 LQ 6DPRD7KXV WKH FKDPEHU¶V
main objective is purely focused on the economic prospects of the very few members it 
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has, by lobbying to government for financial support. More importantly, any grants or 
benefits the chamber receives are dispersed only to its financial members and not to 
every employer in Samoa. See Appendix E: Para. VII.   
Despite the uncertainties about the real role of the chamber as a representative of 
HPSOR\HUVWKHFKDPEHU¶VUHVSRQVLELOLW\KDVQRWDEO\HYROYHGRYHUWKH\HDUVWRWDNHLQWR
account various aspects of employment relations that are of great significance to the 
GHYHORSPHQWDQGH[SDQVLRQRIORFDOEXVLQHVVHV,QOLJKWRIWKHFKDPEHU¶VSUHVHQWDWLRQDW
the ILO workshop on 27 April 2009, they seemed very committed, positive and genuine 
about investing in employee training and education as a way forward for businesses and 
employees. They also have an explicit commitment to creating a sustainable business 
environment in order to secure jobs, to share benefits with workers and to create more 
long-term employment and developing employment in the informal sector. An excerpt 
representing this viewpoint is referenced in Appendix E: Para. VIII.   
4.7   Recent  developments  in  IR  in  the  private  sector  
Additional data emerged after the initial phase of the data collection in which some 
changes were noted as taking place in the private sector. These changes include the 
review of the Labour and Employment Act of 1972: where a new bill, the Labour and 
Employment Bill of 2010, will provide for the formal establishment of the Samoa 
National Tripartite Forum with unique duties, functions and powers. There is also a new 
bill for maternity and paternity leave that covers both private and public sector 
employment, as well as another bill covering occupational safety and health (OSH). 
Lastly, a bill regarding long service leave and strikes, lockouts, employment agency 
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registrations and work permits for foreign workers is also expected to be included in the 
overall review of labour legislation in 2010.  
 
As these changes took place in late December 2009, after the initial phase of data 
collection for this research, one RI WKH$VVLVWDQW&(2¶V LQ WKH0&,/ JUHDWO\ DVVLVWHG
with the provision of this information, though he did not participate initially in the 
study. However, with reference to past events, particularly the IR Bill in 1992-93 that 
was left idle for some time and later discarded, one must be mindful that these are only 
proposed changes and have not yet come to fruition; there is thus no guarantee that they 
will indeed take place any time soon or on whether they will ultimately amount to any 
significant impact on IR in Samoa. In that respect, my concern was primarily with the 
process by which these changes came to light: including, for example, the ways in 
which the MCIL came to know about specific elements or issues in the system that 
required immediate attention. While it is my understanding that some consultation was 
held during the month of December 2009, I was inclined to find out exactly who 
attended, and whether this consultation in reality has had any impact on the review of 
current legislation that led to the formation of the newly proposed Labour and 
Employment Bill of 2010. 
 
4.7.1 Review of the Labour and Employment Act of 1972 
The review of the Labour and Employment Act of 1972 has been in the pipeline for 
quite some time now, and it has only recently been observed to have made some 
progress. With the establishment of a tripartite forum as part of the new legislation, the 
Labour and Employment Bill of 2010 appears to be a move in a positive direction for 
6DPRD¶V,5V\VWHm, as it is intended to broaden the scope of union participation in the 
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PDNLQJ RI ZRUNSODFH UXOHV HVSHFLDOO\ DW WKH QDWLRQDO OHYHO /LNHZLVH HPSOR\HUV¶
participation is expected to also improve with this tripartite arrangement. 
 
The new labour bill is a result of a direct intervention by the ILO, specifically aimed 
towards the modernization of labour laws in Samoa. Thus, the bill reflects the eight core 
conventions of the ILO that include, for example, regulations relating to freedom of 
association, collective bargaining, forced/compulsory labour, child labour and non-
discrimination, among others. As was explained by the Assistant CEO at the MCIL, 
several consultations were held to determine the various sections of the core 
conventions to be used and reflected in the bill. Invitation to participate was extended to 
both workers and employers in a range of industries: such as manufacturing, 
construction, hotel, motel, handicrafts, small-medium enterprises, traders, exporters, 
motor industry and supermarkets, banking and finance.  
 
As discussed earlier, the Labour and Employment Act of 1972 has a provision for 
employment dispute resolution under the Conciliation and Arbitration section 37 of the 
act. The Arbitration Act of 1976 has been used to determine the processes for 
arbitration. This application of the provisions of acts passed in the 1970s, however, was 
not possible during the PSA strike in 1981 as it was designed primarily to deal with 
commercial (business) grievances. Closed doors, lockdowns and strikes have not yet 
been approached under the new bill, which causes the MCIL to believe that an 
additional legislation is likely to surface to cover those aspects of IR once the unions 
have organised themselves and registered under the Samoa Incorporated Societies 
Ordinance of 1952. The Labour department also includes in its current management 
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plan a number of strategies to strengthen the relationships between employers and 
workers and to provide them with opportunities to formally organise among themselves. 
 
4.7.2 Maternity leave policy 
7KH LQFUHDVLQJQXPEHURIZRPHQHQWHULQJ6DPRD¶VZRUNIRUFHKDV LQHYLWDEO\DIIHFWHG
the outcomes of employment relations in the public sector. A recent review of the 
Public Service Regulation in 2009 reflects the relevance of fair labour practices 
governing the employment of female workers. New developments in labour practices 
include payment of maternity leave for female employees and flexible work hours in the 
public sector. The private sector is in a different situation, primarily due to IR decisions 
being solely dependent upon management prerogatives and discretion. Provisions for 
PDWHUQLW\ OHDYH LQ SULYDWH VHFWRU HPSOR\PHQW FOHDUO\ HPHUJHG GXULQJ WKH 36$¶V
presentation at the ILO workshop as one of the priority areas to be included in the 
review of the Labour and Employment Act of 1972. This initiative was prompted not so 
much by a concern for the growing population of women workers in the private sector, 
but by a precedent established in the public sector whereby female workers are entitled 
to paid-maternity leave: hence private sector employees should receive a similar 
treatment. According to one of the key participants in this study, maternity leave is a 
matter that should be approached with caution by the rule-making authority because 
firstly, the implications that a maternity leave policy would have on employers and 
workers, and secondly, the concern that implementation of such leave conditions would 
contradict other national policies. Maternity leave is often viewed as an incentive to 
have a child and this perspective would cause a potential conflict with the National 
Policy on Population and Sustainable Development (NPPSD). The purpose of this 
policy is to promote the integration of population issues into national development 
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planning and assessment. This will ensure that the effects of population changes on the 
environment are well understood and any adverse impacts should be addressed as part 
RI 6DPRD¶V VXVWDLQDEOH GHYHORSPHQW IUDPHZRUN A growing population, for instance, 
needs more land for food production and residential development. It also creates the 
need for more formal employment resulting in greater demand for commercial and 
industrial development (Government of Samoa, 1992).  
 
Given the current situation, where there is no specific provision for maternity protection 
for female employees in the private sector, the Ministry of Commerce, Industry and 
Labour does not have the right to impose such policies on employers if they do not want 
to offer paid-maternity leave. There would also be social implications related to child 
bearing that impact on the well-being of a female employee and her child, which further 
bring to view the issue of the length of time a woman is entitled to take for maternity 
leave (paid or unpaid). Given the likely complications associated with implementing 
maternity leave policies in the private sector, the government is favourably considering 
an adaptation of the New Zealand model in which maternity leave is paid through the 
income support service. In discussion with a government agent, it was confirmed that if 
a maternity provision were to be enforced in the private sector, it would require the 
national government to pay for such leave through income taxes. Because public 
employees are entitled through income taxes to paid-maternity leave of 2 months and an 
optional 1-month of unpaid leave, it is incumbent upon the government to ensure that 
private sector female employees receive similar treatment. This again demonstrates the 
UHOHYDQFHRI'XQORS¶VGLscussion on how a change in one element of the system affects 
other elements of the system. 
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4.7.3 Occupational Safety and Health regulation 
Occupational safety and health regulations also emerged as one of the key areas 
requiring extensive review. The Occupational Safety and Health Act of 2002 was 
developed with the assistance of the ILO to govern employment in both public and 
private sectors. The objective of the act is to ensure that safety at work becomes a 
priority for every employer and in this regard the onus has now been placed upon 
employers and workers to ensure their own safety in the workplace and the safety of 
other members of the public who may be affected by their operations. The 
establishment of the act therefore removes this responsibility from the government, 
which in previous years had been moderately engaged with the provision of safety and 
health exercises for employers in the private sector to ensure minimum safety and health 
practices were achieved. While the act clearly outlines the responsibilities of employers 
and employees, some shortfalls have been taken into account, particularly the inability 
of the act to succinctly identify how a breach shall be treated.  These areas would be 
addressed in the current review of the principal Labour and Employment Act.   
4.7.4 6DPRD¶V1DWLRQDO7ULSDUWLWH)RUXP 
7KHVLJQLQJRI6DPRD¶V ILUVW HYHU'HFHQW:RUN&RXQWU\3URJUDP':&3E\DOO WKH
representatives of employers, employees and the state took place in Samoa on 28 April, 
2009, as part of the ILO ZRUNVKRS 6DPRD¶V ':&3 SULRULW\ DUHDV LQFOXGH 
modernization of labour law, (2) promotion of decent employment opportunities and (3) 
capacity building of tripartite partners and improvement of social dialogue between the 
key actors in IR. As briefly noted earlier, the current review of the Labour and 
Employment Law of 1972 will make way for a formal establishment of the Samoa 
National Tripartite Forum. While the Tripartite has been in existence for many years, it 
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operates on an ad hoc basis with very limited functionality, as it only applies when 
advising workers and employers on the non-compliance of basic conditions under the 
act. With the proposed Labour and Employment Bill of 2010, the Tripartite Forum shall 
comprise of two representatives of the government agencies: including the CEO of the 
MCIL, who is also the chairman and the CEO of the PSC. Other members include three 
representatives of the agencies representing employers, namely the President of the 
Chamber of Commerce and Industry, the President of Samoa Association of 
Manufacturers and Exporters (SAME) and the Director of Small Business Enterprise 
&RRSHUDWLRQ6%(&7KHHPSOR\HHV¶UHSUHVHQWDWLYHVVKDOOLQFOXGHWKH3UHVLGHQWRIWKH
PSA, the President of the Yazaki Employees Association and two presidents of two 
worker associations to be appointed by the Head of State upon the advice of Cabinet. 
The draft bill also expands on duties and functions of the forum where would most be 
reflected a wider scope of worker participation in decisions affecting their employment. 
These include the ability to consult on issues of work security and working conditions 
as well as industrial, economic and social policies that have impact on worker 
HPSOR\PHQW :RUNHUV¶ UHSUHVHQWDWLYHV ZLOO DOVR EH FRQVXOWHG DERXW SULnciples and 
directions for structural adjustments in the public and private sectors among other 
matters, such as reforms. In addition, they would also be given the ability to partake in 
constructing better work practices. The proposed bill also expands on WKHIRUXP¶VSRZHU
of investigation and inquiry under the Commission of Inquiry Act of 1964.  
 
Summary  
This chapter has drawn out a range of issues, reflecting on the importance of the 
ID¶DVDPRD and the matai system to IR and the IR system in Samoa. The ID¶asamoa, and 
in particular the autocracy of traditional rule±making practices, brought about some 
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negative as well as positive responses. While there are some adverse affects in terms of 
the impact of ID¶DVDPRD RQ RQH RUPRUH RI WKH DFWRUV¶ UROHV LQ WKH HVWablishment of 
work rules, this is not to the extent that this cultural element entirely dominates the IR 
system in Samoa. Rather it is seen as providing stability to Samoan society in the sense 
that workers become pliable WRWKHHPSOR\HU¶VGHPDQGVWKURXJKsilent rendering of their 
loyal service to the organisation and leaders. It is only through an appreciation of the 
cultural values inherent in Samoan society that the locus of power, as well as the 
distribution of such powers among the actors and in wider society, can be better 
XQGHUVWRRG2YHUDOO6DPRD¶VV\VWHPRI,5LVUHDVRQDEO\VWDEOHin the face of inherited 
conflicts at the very foundation of that system which in many ways owes to the strong 
social institutions of Samoan society. 
 
With reference to labour laws, which were either taken as a whole or taken partially 
from English common law during colonialism, (see for example, the adaptation of a 
dispute resolution procedure) it is difficult to be certain as to whether an adaptation of 
further Western laws (e.g., union laws) from industrially developed countries, as some 
of the participants suggested, would in the local context promote a wider participation 
from workers in decisions affecting their employment. Such is the current state of 
Samoan government labour policy that it makes no reference to union participation.  
 
7KHVXFFHVVRI6DPRD¶V,5V\VWHPLV WKHUHIRUH ODUJHO\GHSHQGHQWXSRQ WKHDELOLW\RI
national leaders to adapt a system of rules and practices that embrace the unique values 
of Samoan tradition and cultural practices on the one hand, and provide ample 
protection of employee rights on the other hand. This suggests that balancing the 
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cultural practices with strategic industrial focuses and objectives will serve to enhance 
the current system.   
 
Despite the existence of a constitution that allows workers the right to freely form 
unions, people are only gradually coming to terms with fully functional unionism. 
Workers who have become formally organised within their own workforce can register, 
like any other functional business, under the Incorporate Societies Ordinance of 1952 
HLWKHUDVDµXQLRQ¶ZKLFKLVYHU\UDUHRUZLWKDPRUHFXOWXUDOO\DFFHSWDEOHWLWOHVXFKDV
µDVVRFLDWLRQ¶ 7KHUH LV DOVR FOHDUO\ QR FRPSXOVRU\ XQLRQLVP DW DQ\ OHYHO LQ Samoa. 
Workers are organised within their own workplace purely on a voluntary basis and with 
the support of the management.  
 
At present, the public sector provides a slightly different and perhaps rosier picture with 
regards to minimum wage and the terms and conditions of employment. Yet, given the 
lapse in remuneration and employment conditions for some professional occupations, it 
is difficult to assume that everyone is satisfied with the current system, in particular 
with the issues of procedural rules governing wage negotiations between certain 
professional groups and the PSC. Given also the limited capacity of other professional 
groups (e.g., doctors, teachers, etc) and individual ministries to participate in decision-
making, the determination of the wage structure in the public sector is one of the biggest 
issues of concern among government ministries.  
 
Recent developments to the legislation governing private sector employment can be 
VHHQDVDSRVLWLYHHIIRUWWRZDUGZLGHQLQJHPSOR\HHV¶SDUWLFLSDWLRQin the formulation of 
national labour policies. The findings draw attention to the processes that government, 
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HPSOR\HUVDQGZRUNHUVXVHWRGHWHUPLQHWKHV\VWHP¶VRXWFRPHV7KHHYHQWVRIWKH36$
strike in 1981, followed by the Yazaki strike in 1993 and the GRFWRUV¶GLVSXWHLQ
KDYHXQGRXEWHGO\SOD\HGDSDUWLQLQIOXHQFLQJVHYHUDODWWULEXWHVRI6DPRD¶V,5V\VWHP
The employers and employees play very minimal roles in the establishment of work 
rules. The most significant area of development drawn out from these findings is in the 
implications of these changes on employers and employees. The establishment of the 
Tripartite Forum is of no doubt a way forward for industrial relations in Samoa and as a 
positive move towards promoting industrial democracy and ePSOR\HHV¶SDUWLFLSDWLRQVLQ
employment relations decisions affecting workers employment. 
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Chapter Five: Conclusion 
 
This chapter concludes the thesis with three main focuses. First, it provides a synopsis 
of the main findings of the research into 6DPRD¶V ,R system and considers whether 
these findings have fulfilled the objectives of the research as set out in Chapter 1. 
Second, it considers the limitations of the research methodology, followed by 
recommendations for future study of this nature to be located either within the context 
RI6DPRD¶V,5V\VWHPRUthat of small Pacific Island Countries.  
 
7KLVWKHVLVKDVPDSSHGRXWWKHLQGXVWULDOUHODWLRQVV\VWHPRI6DPRDE\XVLQJ'XQORS¶V
(1958) systems approach to identify and discuss the environmental ³FRQWH[WXDO´
factors that influence VHYHUDODWWULEXWHVRI6DPRD¶V,5V\VWHP. While it is not a primary 
task for this research to draw any conclusions RQWKHUHOHYDQFHRI'XQORS¶VPRGHODVD
PHWKRGRORJ\WRGHVFULEH6DPRD¶V,5V\VWHPLWLVZRUWKZKLOHQRWLQJWKDWLWis indicative 
of the merit of the Systems Model that this research is able to identify and discuss a 
UDQJHRILQSXWVIURP6DPRD¶VVRFLDOSROLWLFDODQGHFRQRPLFV\VWHPVWKDWDUHcurrently 
impacting on employers, employees and state relationships and the processes they 
utilize in making workplace rules in Samoa. In addition, the Systems Model brings to 
surface several attributes of 6DPRD¶V extant IR system that may be of relevance to 
policy makers: those with the objective of improving employment relationships in 
Samoa. 
 
5.1   Summary  of  the  main  findings  
The findings of the present research point to the conclusion WKDW6DPRD¶V,5V\VWHP, in 
particular the limited capacity of employees (or unions) to partake in the establishment 
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of workplace rules, is to a large extent influenced by various factors manifested in the 
socio-political context of Samoan society. The autocratic nature of 6DPRD¶V socio-
political context, which is deeply entrenched in history of the ID¶DVDPRD and ID¶DPDWDL 
practice of social justice and traditional rule making, impacts on various attributes of the 
IR system. This social organization of Samoan society, structured around matais, 
GHILQHV WKH DFWRUV¶ SRZHU SUHVWLJH UROHs and rule making authority within the IR 
V\VWHP6DPRD¶VWUDGLWLRQDOsystem of rules, practices and customs provides WKHQDWLRQ¶V
leaders with indisputable authority to unilaterally make decisions on the basis of 
culturally ascribed values associated with µWUXVW¶ µUHVSHFW¶ µOR\DOW\¶ DQG µREHGLHQFH¶
These values are perceived by several research participants as being held in reserve for 
those individuals who hold positions of power and influence in Samoan society. 
The findings also suggest that the relationship among employers, employees and 
government is based on a unitary ideology. That shared ideology reflects an acceptance 
of the µnatural¶ division between the leaders and their followers by wider society, and of 
the hierarchical nature of organisations. In this mindset, the manager¶s function 
concerns decision-making; wKHUHDV WKH HPSOR\HH¶V UROH LV WR DELGH E\ PDQDJHULDO
decisions.   
7KH HFRQRPLF FRQWH[W RI 6DPRD¶V ,5 V\VWHP SOD\V DQ LPSRUWDQW UROH in the 
establishment of both procedural and substantive rules governing all areas of 
employment, which includes, for example, wages, benefits and conditions of 
employment, as well as employer and union rights. Due to limited resources afforded by 
the Samoan government: the government plays a significant role in the economy via 
regulations which lead to increases in the cost of doing business and also hamper 
entrepreneurial activity. The government also represents the biggest employer with a 
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high proportion of public sector employment, which accounts for more than 40 percent 
of GDP, crowding out private investment in some sectors (Heritage Foundation, 2010b). 
In addition, the government also maintains ownership in a significant number of 
enterprises, such as the Electric Power Corporation, Samoa Water Authority, National 
Provident Fund, etc.: some of which are safeguarded by monopoly privileges.  
 
Over recent years, the Samoan government has pursued economic reforms, but overall 
progress has been mixed. Whereas efficiency and economic development has been 
achieved, marking Samoa as the leader in the Pacific, essential economic and public 
sector reforms included changes, such as the removal of price subsidies from major 
crops and tax reforms, which streamlined and improved overall efficiency, but also 
removed many of the incentives that were previously available to local businesses. 
These reforms inevitably led to an increase in the cost of doing business in Samoa that, 
in turn, has affected employment FRQGLWLRQV DQG WKH QDWLRQ¶V RYHUDOO DELOLW\ WR FUHDWH
and sustain formal employment.  
 
The legal context of 6DPRD¶V,5V\VWHPDOVRKDVits roots in the social-political system. 
To this day, 6DPRD¶V ,5 V\VWHP FRQVWLWXWHV D FRPELQDWLRQ RI:HVWHUQ UXOHVwith the 
everyday customs and traditions of fa'asamoa. This cultural dualism of rule making is 
geared towards maintaining harmonious relationships among actors within the IR 
systems by adhering to international expectations while also conforming to traditional 
values of Samoan culture, which not only form part of the organisational and 
managerial practices, but are often used as a means for resolving disputes between 
employers and employees 7KH VXFFHVV RI 6DPRD¶V ,5 V\VWHP DQG OHJDO IUDPHZRUN
therefore lies in its fair treatment of individual goals and values held by different social 
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groupings (including employers, workers and government). This is to say, while there is 
evidence of convergence in labour regulations in Samoa's IR system, with reference to 
an adaptation of international labour laws to be used in formal sector employment, there 
is also a persistency from wider society to maintain Samoa's traditions of rule making in 
the informal sector. Therefore, employment relationships in Samoa have been 
influenced, not only by the environmental or contextual variables already discussed in 
the findings WRJHWKHUZLWKWKHQDWLRQ¶VKLVWRU\EXWDOVo by distinctive values systems of 
the social actors and cultural features of Samoan society. 
 
7KHSUHVHQFHRIWUDGLWLRQDOYDOXHVDQGIHDWXUHVWKXVKDVSRVLWLYHLQIOXHQFHRQ6DPRD¶V
IR system, but there are also negative consequences in terms of the centralising of 
authority over state functions and a general weakness of union representation. A 
conclusion that can be drawn from the legislation and from discussions with the 
interviewees, particularly on issues relating to wage setting in the public sector, is that 
each department in the public sector has no control over the determination of wages and 
other conditions of employment, and is not given any role in regards to what factors to 
consider when setting wages. This is largely due to a high level of state involvement in 
IR, which is also characteristic of Samoan society. The significance in the nature of 
VWDWHLQYROYHPHQWLQ6DPRD¶V,5V\VWHPVKRXOGQRWEHXQGHUHVWLPDWHGDVLWLVOLNHO\WR
condition all other elements of the employment relationship. For instance, the majority 
of respondents believed that because the government chooses to ignore the relevance of 
XQLRQV LQ 6DPRD¶V ,5 V\VWHP LW WKHUHIRUH PDNHV QR UHIHUHQFH WR XQLRQV LQ WKH
legislation. Also, given the lapse in union recognition in labour legislation, there is 
basically nothing substantial that compels the government to consult with unions about 
HPSOR\PHQW FRQGLWLRQV %DVHG RQ WKHVH YLHZSRLQWV WKH JRYHUQPHQW¶V GHHS
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LQYROYHPHQW LQ 6DPRD¶V ,5 KDV WKH HIIHFW WKDW WKHUH DUH SHUPDQHQW FORVH UHODWLons 
between the labour force and the state. While this is somewhat contradictory of 
'XQORS¶VDSSURDFKZKLFKKDVWKHLPSOLFDWLRQWKDWWKHXQLRQLVDSHUPDQHQWDFWRULQDQ
IR system, it may offer an explanation for why the systems model rarely applies to the 
VWXG\RI ,5 V\VWHPV LQ WKH FRQWH[W RI3,&V7KLV LV QRW WR VD\ WKDW'XQORS¶V V\VWHPV
model is not valid in this context because of the marginal existence of unions. What this 
finding contributes to this study is the understanding that one should not be guided 
SULPDULO\E\WKHH[WHQWDQGQDWXUHRIWKHDFWRU¶VLQYROYHPHQWLQHPSOR\PHQWGHFLVLRQV
as a core focus. Simply because unions generally do not participate in the establishment 
of work rules in Samoa, this does not remove them from the IR system altogether. 
8QLRQV LQ 6DPRD H[LVW LQ RWKHU IRUPV RI ZRUNHUV¶ RUJDQLVDWLRQV VXFK DV VWDII
associations, mainly at the enterprise level, whether or not these are seen as formal or 
informal arrangements.  
 
In 'XQORS¶V SRLQW RI YLHZ WKH DFWRUV LQ DQ ,5 V\VWHP DUH Vupposed to behave as 
homogeneous groups with regards to their interests and their bargaining behaviour. 
Furthermore, he states that all three actors are operating on the basis of certain values or 
a certain ³LGHRORJ\´ 'XQORS¶V HPSKDVLV RQ WKH µKRPRJHQHLW\ RI LQWHUHVW¶ DPRQJ
workers, employers and government seems to correspond with WKH 6DPRDQ OHDGHUV¶
FRQFHSW RI µEHQHYROHQFH¶ ZKLFK FRQQRWHV WKH QHFHVVLW\ IRU DOO 6DPRDQV WR SUHVHUYH
important elements of Samoan culture that are largely aimed at maintaining 
µKDUPRQLRXVUHODWLRQVKLSV¶ZLWKLQDOOIDFHWVRIVRFLHW\$ORQJZLWKWKHJHQHUDORPLVVLRQ
RIXQLRQV IURPSOD\LQJ DQDFWLYH UROH LQ6DPRD¶V ,5 V\VWHP WKH JRYHUQPHQW IDYRXUV
strategies and policies that demand workers¶FRRSHUDWLRQ by also convincing them that 
the decisions it makes are equally representative of all other actors (i.e., employers, 
Chapter  Five:  Conclusion   143  
 
Mapping  the  Industrial  Relations  System  of  Samoa:  An  assessment  of  industrial  democracy  and  employee  
participation  in  employment  relations  decisions  in  a  Pacific  Island  Nation.  
workers and wider society). This position has impacted on the workforce in Samoa, 
which is characterised by low union participation. However, the roles that all three 
actors play in an IR system, as explained by Dunlop, are equally valid in the 
determination of outcomes. Thus, he notes that the action of removing employers and 
workers from any significant responsibility towards the formation and administration of 
policy, is not only uncharacteristic and destructive of democratic societies, but it also 
leads to unreal and impractical policies. Government policies in Samoa at present make 
no reference to unions and their rights in labour legislation and in the designation of 
rules governing employment. 
 
With a primary focus on the rule making processes and the roles each actor plays in 
their establishment, the thesis has directed attention to the historical conditions leading 
XSWRWKHV\VWHP¶VFXUUHQWVWDWH, as well as the predictive value of the systems model and 
the relative power of actors in the system and the sources from which these actors 
receive their powers.   
 
The historical precursors to the current system were gleaned from discussions of past 
events as to what significant activities and factors contributed to it; and in addition, 
interviewees were asked to consider the future and what forces are currently at play, 
maintaining or changing the IR environment in Samoa or the relationships between its 
actors. These discussions focused on recent developments in labour legislation in 
Samoa, such as the establishment of a tripartite system among the key participants in 
6DPRD¶V ,5 V\VWHP WKH state, the chamber and the PSA; the modernisation of 
regulations governing employment relations; the rising education of people and their 
LQIOXHQFHVRQWKHFXOWXUDOHQYLURQPHQWRI6DPRD¶VZRUNIRUFH; and government reforms 
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in the public sector, among other developments. In addition, discussions also dealt with 
the forces of product and labour markets, technological advancements, and budgetary 
constraints: which all seem to be affecting employment decisions in Samoa to the extent 
that union participation in industrial relations remains relatively minimal.  
 
The predictive value of the s\VWHPVPRGHOHPHUJHGIURPWKHSDUWLFLSDQWV¶backgrounds 
and their recollections of the leading industrial disputes that have taken place in the 
history of IR in Samoa. For instance, an interest arose among some of the participants 
with the prospect of encouraging collective bargaining at the national level via the 
establishment of a single national trade union to integrate every staff association within 
the private sector. This prospect is associated with a belief that in order for workers to 
have an impact on the rule-making aspects of the workplace and the work community 
they must be able to share a strong and unified voice.  
 
Contrary to this view is the argument, from some of the former PSA union members, 
that there is no need for a national consolidated trade union because different groups 
have their own individual needs, goals and objectives, which will be dealt with most 
effectively if workers organise themselves within their own workplace. They argue that 
enterprise unions or associations are likely to have a direct impact on, and an effective 
voice and participation in, the process of rule-making in the workplace through joint-
consultation with employers. 
 
In addition, some participants suggested that the government, instead of dominating the 
industrial relationship, should only be concerned with the establishment of procedural 
rules (e.g. dispute resolutions, wage negotiations), and then step back and let unions and 
Chapter  Five:  Conclusion   145  
 
Mapping  the  Industrial  Relations  System  of  Samoa:  An  assessment  of  industrial  democracy  and  employee  
participation  in  employment  relations  decisions  in  a  Pacific  Island  Nation.  
employers (including those in the private sector) deal with labour management issues at 
the enterprise level. This suggestion parallels one of the fundamental arguments put 
forth by Dunlop in which he contends that to remove either party (i.e. employer or 
employee) from the rule-making processes of the workplace will lead to the passing of 
unrealistic decisions particularly in public sector employment where the government is 
both the employer and legislator. 
 
Following Dunlop¶V systems model, the sources of the actors' power were also 
discussed with participants. Some powers were seen to be arising from the environment, 
such as the strategic role of certain groups of workers in the workplace or work 
community, and other powers were seen as naturally belonging to the actors, such as the 
PDQDJHU¶V FDSDFLW\ WR PDQDJH, to make rules and to decide whether to deal with 
ZRUNHUV¶JULHYDQFHVRUQRW)RULQVWDQFHVRPHRIWKHSDUWLFLSDQWVQRWHGWKDWWKH\RQO\
joined the PSA strike because they felt that as Chief Executive Officers at the time, their 
presence would add some weight and strength to help drive the issues through that 
would not have otherwise been felt with only the low-paid public servants involved in 
the strike. This focus on powerful leaders, on their reputations and positions within the 
workplace to influence employment decisions both at the organisational and national 
levels, is simply a reflection of the values instilled in the socio-political system.  
 
Several discussions about how workers can contribute to the development of work rules 
governing the performance of work focused on the issue of the relative power between 
employers and workers. The employers would either make rules unilaterally without 
consulting with workers, or in some cases employers would establish rules that are 
beneficial to the employers alone. For the most part, unions play virtually no role in 
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influencing IR outcomes, largely due to the dominant impact of the social system 
6DPRD¶V FXVWRPV DQG WUDGLWLRQV DQG SDUWO\ UHODWLQJ WR, among other factors, the 
benevolent aspect that government leaders insist is integral to Samoan society. 
Furthermore, the structure of trade-union activity continues to be characterised by a 
relatively low union density and fragmentation, which is evident in the scarce 
occurrence of strikes and union activities. Collective bargaining continues to be rarely 
employed as a method for determining workplace rule in Samoa.  
 
Samoa is a nation that is characterised by high levels of politicisation or state 
involvement in IR, mainly for public sector employment, but seems to be adhering to a 
voluntarist framework when dealing with employment relations in the private sector. In 
DGGLWLRQ 6DPRD¶V ,5 V\VWHP LV JHQHUDOO\ DFFHSWHG DV representing a non-unionised 
society, which may offer an explanation for the non-existence of any organised 
institution representing workers as well as employers: in the sense of collective 
bargaining partners. In a unionised environment as discussed by Dunlop, collective 
bargaining between trade unions and management is a recognised procedure for 
establishing rules governing employment relationships, and the resulting collective 
agreement establishes the application of the rules to particular circumstances. 
Substantive rules are the output of the collective process, which Dunlop identified under 
three categories: the rules governing compensation in all its forms; the duties and 
performance expected from workers; and those rules defining the rights and duties of 
workers about promotions, terminations and the deployment of workers to particular 
positions or jobs (Morley, et al., 2006). 
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6HYHUDO XQLRQ SDUWLFLSDQWV VKDUH D EHOLHI WKDW WKH µYROXQWDULVP¶ LGHRORJ\ ZKLFK
emphasises enterprise bargaining as a mechanism for establishing workplace rules, is to 
the convenience of employers alone. A conclusion that can be drawn from the findings, 
however, is that this YDULDELOLW\ LQ 6DPRD¶V SULYDWH VHFWRU HPSOR\PHQW should not be 
assigned to decentralised enterprise bargaining, as this would be seen as misleading. 
The 'bargaining' that occurs at the enterprise level is typically in the application of 
unilateral determination of conditions of employment by the employer, or occasional 
negotiations between individual workers and employers. There is little collective 
representation by staff associations and such negotiations that do exist are rarely 
governed by formal procedural rules. This has the consequence that employee 
participation in public policy formulations, if existent at all, is extremely minimal. 
 
The lack of formal employment opportunities and of dynamic job growth remains a key 
issue, especially in light of the large presence of inefficient state-owned enterprises. 
Despite some changes in the regulations governing public sector employment, which 
can be largely attributed to the restructuring of government ministries in the early 
2000s, there has been some confusion with regards to the explicitness of the 
consultation process. There is an expectation, however, from individual participants, 
especially those employees engaged in government Ministries, that a joint determination 
is the most effective means for determining workplace rules.  
 
Industrial dispute is very rare in Samoa, which besides the ID¶DVDPRD also results from 
many businesses being small family operations with fewer than 5 workers. There is also 
a tendency for both employers and employees to avoid formal dispute procedures and 
UHO\PDLQO\RQLQIRUPDOSUDFWLFHVEDVHGRQSULQFLSOHVRIµUHVSHFW¶DQGµOR\DOW\¶WRZDUGV
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the owners of the company. Such cultural practices have somewhat impacted on 
ZRUNHUV¶ SDUWLFLSDWLRQ WKXV DOORZing the government and employers to exercise tight 
control over industrial relations, including suppression of trade union activities. 
 
,Q DOO VHFWRUV RI 6DPRD¶V ODERXU IRUFH FROOHFWLYH RUJDQLsation is limited among both 
employers and employees. Where it GRHVH[LVWHPSOR\HUV¶FROOHFWLYHRUJDQLsations such 
as the chamber are oriented towards trading issues, commercial organisation and 
marketing. Industrial relationships are informal, usually based on personal and 
communal networks. Similarly, work organisation is informal. Even when collective 
agreements between employers and unions are concluded, such as in the case involving 
Airport workers discussed in the findings (see page 118), they do generally not carry 
any legal significance, but are, in effect, dependent upon the mood of the employer for 
continuation. The legal framework in Samoa has not been conducive to more formalised 
or centralised patterns of industrial relations.   
Trade unions and staff associations in Samoa are generally enterprise-based. There is a 
broad absence of proper guidelines to deal with industrial disputes. In addition, there are 
two distinct dispute resolution procedures for the public and private sectors and they 
differ in some respects. The public sector procedures require the commission to solely 
determine the process by which disputes between individual workers or groups of 
workers and their ministries are to be resolved. These procedures are passed on to the 
CEOs of all ministries to be implemented and the CEOs may resolve the issue or 
recommend (especially when it is an issue of promotion, regarding, or reclassification) 
to the commission for a final decision. Dispute resolution procedure in the private sector 
has its roots in colonial rule, which follow that of the then NZ Arbitration process, but 
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with the exception of an award system. Both public and private sector procedures adopt 
an individual and not a group (union) focus: as there is no mention of unions in either 
regulation. 
 
Several proposed changes to current labour legislation emerged from the study. These 
changes came to surface as part of the ILO intervention towards the modernisation of 
labour laws in Samoa and other Pacific regions. The modernisation of labour legislation 
will inevitably influence various attributes of employment relationships and the IR 
system of Samoa: especially the prospect that Western law principles can disagree with 
the informal practices of ID¶DVDPRD that are seen as the cornerstone of many 
relationships in Samoa. These discussions were extremely helpful in illustrating how 
changes to one or more elements of the system affect the other elements, and how some 
of the efforts to change one component will impact upon the other components.  
 
5.2   Limitation  of  the  study  
As detailed in Chapter 3 of the thesis, there were some problems observed with regard 
to the selection of interview participants. The first problem is that the selection of union 
participants to be interviewed for this study was limited to those organizations with fifty 
or more members; and yet the vast majority of unions (staff associations) are very small 
in number, with often between 10 and 20 members. The second problem relates to the 
first, in that the criteria for the selection of employer participants also affected the 
overall number of response rates.  
 
This limitation in the selection of participants to be interviewed was influenced by the 
nature and purpose of the research. As the objective of the study requires an accurate 
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GHVFULSWLRQ RI 6DPRD¶V ,5 V\VWHP WKHUH LV D UHDVRQDEle belief that only those 
individuals who have had some form of direct involvement in the formulation or 
implementation of work rules and policies will be able to provide the needed 
information. Because there is a reasonable expectation that smaller, family-run 
EXVLQHVVHV ZKLFK FRQVWLWXWH PRUH WKDQ ILIW\ SHUFHQW RI 6DPRD¶V ODERXU IRUFH LQ WKH
private sector, are not likely to be engaging in industrial relations matters to a 
significant extent, they would not SRVVHVVUHOHYDQWNQRZOHGJHRI6DPRD¶V,5V\VWHP In 
short, the research has relied heavily on the prior knowledge, expertise and experience 
of the participants to satisfy the objective of the research. While the exclusion of smaller 
businesses has had no significant impact on how this research turned out and on the 
quality of the data collected, it does present an opportunity for future study of this 
nature to explore a range of labour-management issues within smaller organisations.  
 
5.3   Implications  for  future  research  
Carrying out this research not only contributes to RQH¶V understanding of industrial 
relations and the IR system of Samoa, it also provides a range of potential areas that 
may be explored in future research. These may include an assessment of enterprise 
unionism with regards to the XQLRQ¶s goals, values, behaviours and perceived roles 
within organisations and industrial relations in general. A focus on enterprise unionism 
(or in-house staff associations) would be relevant considering that it is a prevalent form 
of worker organisation in Samoa. While the findings indicate that smaller employers 
and staff associations are under represented and insignificant because of the smaller 
number of workers they employ and their limited activities in IR, they made up the 
larger percentage of the work population in Samoa. This in itself should warrant a study 
of how smaller businesses could be affected by national policies, especially if they play 
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virtually no role in the establishment of work rules nor have any influence on national 
policies. In addition, an adaptation of an organisational as oppose to a national research 
focus to explore relationships between employers and employees may have the potential 
to bring to surface issues that of importance to policy makers and rule making 
authorities at the national level. 
 
The significance of Samoan culture on the IR system may also stimulate an interest in 
H[SORULQJ WKH QDWXUH RI WKH DFWRUV¶ UHODWLRQVKLSV WKHLU YDU\LQJ sources of power and 
influence on IR outcomes. This is to say that further study may be undertaken to 
establish a possibility for causal relationship between factors arising from the Samoan 
FXOWXUHDQGWKHJRYHUQPHQW¶VHPSOR\HU¶s) attitude towards industrial relations, worker 
protests and worker organisation. Though it must be noted herein that Prasad, Hince, & 
Snell (2003) also make reference to the ID¶DVDPRD as impacting on IR and national 
leaders¶ behaviour, potentiality in this area for future research still remains largely 
unrecognized.  
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Q U EST I O NS F O R A L L PE RSO NS IN T E R V I E W E D: 
 
1. In your opinion, what is the most effective way for Samoan employees to 
gain a greater voice in determining industrial relations outcomes? Why?  
 
2. What is the current role of trade unions in the industrial relations system of 
Samoa? How has this role evolved over time? How is union membership 
regulated in Samoa? Is there compulsory unionism at any level? What 
procedures²formal or informal²does a union undergo in order to be 
registered? What does union registration permit in terms of the role of trade 
unions in determining industrial relations outcomes in Samoa? In what ways 
are union activities regulated in Samoa?  
 
3. How are industrial disputes (e.g., strikes, lockouts, secondary boycotts) 
regulated and/or controlled in Samoa?  
 
4. How are employers typically represented in industrial relations in Samoa? 
:KDW LV WKH FXUUHQW UROH RI HPSOR\HUV¶ DVVRFLDWLRQV LQ LQGXVWULDO UHODWLRQV"
+RZKDYHHPSOR\HU UHSUHVHQWDWLRQDQG WKH UROHRIHPSOR\HUV¶ DVVRFLDWLRQV
evolved over time? 
 
5. Please describe the existing structure of industrial relations in Samoa. Where 
does your organisation fit into that structure? At what level(s) (e.g., industry 
v enterprise bargaining) does collective bargaining between unions and 
employers in Samoa typical take place? What share of employees in Samoa 
are covered by agreements derived through collective bargaining? How does 
public policy in Samoa influence the structure of industrial relations in 
Samoa? 
 
6. What means do trade unions in Samoa employ to influence national 
employment policy?  How effective are trade unions in Samoa at influencing 
national employment policy?  
 
7. 'RXQLRQV KDYH D SODFH LQ 6DPRD¶V SROLWLFV"Do you think unions will be 
challenging the status quo in employment relations if they become more 
actively involved in the formation of national employment policy? Do you 
think that industrial relations in Samoa could be enhanced if the workers or 
unions became more engaged in the development and review of labour laws 
and policies? Why or why not? 
 
8. What is the role of the Government in industrial relations in Samoa? What 
are the current legislated procedures for dealing with industrial conflicts and 
employment relationship problems in Samoa? In your opinion, do those 
procedures provide adequate support for democracy and employee 
participation? Why or why not? Who was primarily responsible for 
establishing these procedures? What other parties influenced the 
establishment and/or implementation of those policies and procedures?
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9. What requirements did Samoa have to fulfill in order to become a member of 
WKH ,/2" :DV WKHUH D SURYLVLRQ WKDW DOORZV IRU ZRUNHUV¶ DQG XQLRQV
10. participation in national labour legislation? Does our current IR system 
reflect this requirement? 
 
11. What is the role of the Commission of Labour? Do you feel that the 
Commission of Labour could do more to encourage a wider participation 
IURPWKHSULYDWHVHFWRURUJDQLVDWLRQV":KDWGR\RXVHHDVWKH&RPPLVVLRQ¶V
main responsibility to the private companies. 
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Participant Information Sheet 
Study of the review of industrial relations system in Samoa 
 
Researcher : Patricia Ah Chong-Fruean 
 
Dear Participant 
 
This research focuses on industrial relations in Samoa, being one of the emerging areas 
of interest in the study of Pacific Island economies requiring further study and 
development. My name is Patricia Ah Chong-Fruean and I am currently pursuing a 
Masters of Commerce and Administration, specializing in Human Resource 
Management and Industrial Relations (HRIR) at Victoria University of Wellington 
(VUW). As part of the requirements of that degree programme, I am conducting a 
research project entitled, ³0DSSLQJ WKH LQGXVWULDO UHODWLRQV V\VWHP RI 6DPRD $Q
DVVHVVPHQWRILQGXVWULDOGHPRFUDF\DQGZRUNHUV¶SDUWLFLSDWLRQLQHPSOR\PHQWUHODWLRQV
decisions in a Pacific IVODQGQDWLRQ´. The main objective of this research is to offer a 
broad description of the industrial relations (IR) system of Samoa, with specific 
emphasis on the process of making rules affecting industrial democracy and employee 
participation in decisions affecting their employment. 
 
I would like to interview you for my study and ask you a series of 10 to 15 questions 
about your views of the IR systems in Samoa based on your experience and 
involvement in the development of labour policy and influence over industrial relations 
outcomes in this country. In general, I am interested in learning about the role(s) you (or 
your organisation) play in industrial relations. You are welcome to review my questions 
before the interview takes place. I anticipate that my interview with you will take 
between 50 and 60 minutes.  
 
Victoria University of Wellington requires students to obtain approval for research 
involving human participants through an ethics review process.  This research has 
received the necessary approval to proceed. Your personal details will remain 
confidential throughout the research process. I may quote excerpts of our conversation 
in the study, but I will not attribute quotations to you by name. Research findings will 
not be associated with the names of any specific participant.  I will only identify you as 
a Government spokesperson or representative, a public or private sector employer 
representative, or as a union spokesperson or as an independent consultant
 
Should you agree to be interviewed, I will be in Samoa from 23 April through to 14 
May 2009 to interview you along with between 14 and 19 other interview subjects. 
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Given the limited time I have to complete this task, I would very much appreciate it if 
we could schedule your interview within the timeframe given, as soon as is reasonably 
possible. In the event you are not available for an interview during this period, I would 
appreciate it if you were to assign an appropriate spokesperson to be interviewed on 
behalf of your organisation or members. WLWK WKH LQWHUYLHZHH¶V permission, these 
interviews will be recorded. 
 
After the interview, you are welcome to get in touch with me if you would like to 
review the interview transcript. I will keep your interview transcript in a secure 
location; access to the transcript will be restricted to the researcher (Patricia Ah Chong-
Fruean) and my thesis supervisor (Dr Stephen Blumenfeld). All data related to this 
study will be destroyed immediately upon completion of the write-up for the research, 
as the data will be used exclusively for the purpose of completing a Masters thesis and 
related academic publications and conference presentations. 
 
What is being asked of the government and business leaders at present is an indication 
of their consent for the researcher to either interview them directly or assign 
spokespersons to be interviewed on behalf of the organisations or members.  
 
Please contact me if you have any questions or concerns about the research. 
 
 
Patricia Ah Chong-Fruean 
Victoria University of Wellington 
Victoria Management School 
PO Box 600 
Wellington, New Zealand 
e-mail: ahchonpatr@myvuw.ac.nz 
telephone in New Zealand: (644) 569 9610 or 021 160 6867 (mobile) 
telephone in Samoa (+685) 22654 or (+685) 7710000 (mobile). Samoa contact phone 
numbers will be available from 23 April 2009 to 14 May 2009
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Consent to Participate in Research 
 
T itle of Project: ³Mapping the industrial relations system of Samoa: An assessment of 
LQGXVWULDO GHPRFUDF\ DQG ZRUNHUV¶ SDUWLFLSDWLRQ LQ HPSOR\PHQW
relations decisions in a Pacific Island nation´. 
 
Researcher : Patricia Ah Chong-Fruean 
 
By completing this consent form, you will allow me to interview you.  Please read 
the statements below and tick the boxes that apply to you. 
 
Ƒ,KDYHEHHQSURYLGHGZLWKDGHTXDWH information relating to the nature and aims of the 
research project.  I have understood this information and have been given the 
opportunity to seek further clarification. 
 
Ƒ,XQGHUVWDQGWKDW,PD\ZLWKGUDZIURPWKLVVWXG\DWDQ\WLPHEHIRUH31 December 
2009, without providing reasons. 
 
Ƒ,XQGHUVWDQGWKDWLI,ZLWKGUDZIURPWKHSURMHFWDQ\GDWD,KDYHSURYLGHG3DWULFLD$K
Chong-Fruean will be destroyed. 
 
Ƒ,XQGHUVWDQGWKDWDQ\LQIRUPDWLRQRURSLQLRQV,SURYLGHZLOOEHNHSWFRQILGHQWLDODQG
reported in non-attributable form. 
 
Ƒ,XQGHUVWDQGWKDWWKHLQIRUPDWLRQ,KDYHSURYLGHGZLOOEHXVHGRQO\IRUWKLVUHVHDUFK
project. 
 
Ƒ,XQGHUVWDQGWKDWZKHQWKLVUHVHDUFKLVFRPSOHWHGWKHLQIRUPDWLRQREWDLQHGZLOOEH
destroyed immediately upon completion of the final write-up of the project and no later 
than 28 February 2010. 
 
ƑI agree to be tape recorded during the interview (please tick if you agree). 
 
ƑI would like to review the transcript of my interview once it has been transcribed by 
Patricia Ah Chong-Fruean or a transcriptionist. 
 
Name: _____________________________________ 
 
Signature: __________________________________ 
 
Date: _______________________________________ 
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Para. I :     An excerpt from an interview with a union representative 
   Going   into  partnership  with  others   and  having   local   affiliations  because  you   can  
    ǯ s   can   strengthen   and   expand   your  network   both   as   professional   organisations   and   as   unions.   It  might   be   true   that  your  needs  and  issues  may  differ  to  others  but  at  the  same  time,  you  are  still  in  the  same  box,  and  while  others  may  not   fully  understand  you  at   first,  once  you  start  working   on   a   project   together,   you   will   slowly   come   together   and   be  
ǯls  and  needs.  [Union  representative  2].  
 
 
Para II An excerpt representing a view about the impact of higher education for 
nurses on wages and employment conditions of nurses.   The  government  reform  in  the  early  90s  changed  the  education  for  nurses  where  we  then  moved  up  to  the  tertiary   level  at  the  NUS.  But  the  truth  of   the  matter   is,  the  Nurses  Association  initiated  and  put  pressure  on  the  PSC  and  the  government  to  make   these  changes.   In   the  earlier  years,   you  were  only   required   to   complete  Form   4   or   Form   5   at   a   College   to   become   a   nurse   and   after   doing   3   years   of  training,  you  get  a  certificate  of  nursing.  With  the  PSC  salary  structure,  a  certificate  is  a  certificate,  and  a  certain  wage  rate  is  allocated  for  that.  Therefore,  no  matter  how  hard  we  fight  to  justify  that  we  should  be  receiving  more  based  on  the  value  of  our   jobs   and   the   services   we   pǡ  ǯ  Ǥ To   the   PSC,   a  
       Ǥ     ǯ  mindset  so  instead  of  fighting  to  get  better  pay  and  working  conditions  based  on  a  Certificate   and   a   lifetime   of   service,   we   argued   for   better   access   to   higher   and  better   educations   so   that   we   can   access   higher   and   better   pay.   Now   an  undergraduate   nurse   is   one   of   the   highly   paid   public   servants   there   is   and   that  lifted   the   standard   of   our   practice   and   service   to   the   community   [Union  
representative  2].  
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Para. I I I :   An excerpt from an interview with an independent consultant and a 
member of the Remuneration Tribunal 
In  Samoa,  we  are  not  so  dependent  on  jobs  for  survival  like  people  in  New  Zealand  and   other   countries   in   the   sense   that   factory   workers   and   airline   workers   for  example,  are  dependent  on  the  organisation  of  workers  and  collective  relations  for  pursuant  of  labour  relations  issues  especially  during  negotiations  with  employers.  The   situation   in   Samoa   is   that   a   job   is   seen   as   though   it   is   only   a   secondary  
ǯǤ  
 
Para. IV :  Excerpts from interviews representing a view about the present status of 
the PSA 
 
ǨǯǡǮ
ǯǤnothing   in   terms   of   assisting   the   public   servants,   yet   they   have   had   all   these  opportunities  like  they  sit  on  some  boards  like  the  NPF,  and  also  the  Price  Board  and  others.  But  they  have  not  had  an  Annual  General  Meeting  for  6  years  and  they  have   not   complied   with   their   obligations   as   a   registered   incorporated   society  
[Government  Agency  Representative  1]  
  You  are  asking  a  very  interesting  question  because  that  is  the  question  most  public  servants   are   asking.   You   see!   The   Public   Service   Association   as   far   as   I   can  remember   from   the   80s   and   the   90s,   they   were   very   effective   and   very  instrumental   in  dealing  with  human  relations  and   industrial   relations   issues.  But  right  now,   the  PSA  members   from   the  ministries  are   asking...  Where   is   the  PSA?  What  are  they  doing?  [Government  Ministry].  
 Even   if   it   has   become   a   pretty   useless   organisation   for   its   own  membership,   it  could  still  be  useful   for  other   labour  colleagues,  other  workers  around  the  place.  Because  for  as  far  as  I  can  see,  they  have  been  ineffective  for  its  own  membership  and   its   members   may   have   accept   ǯ     
[Independent  Consultant].  
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Para. V:  An excerpt from an interview with one of the independent consultants 
and a former PSA member. 
 At  the  time,  there  was  really  no  structure  for  reporting  and  we  cannot  report  to  the  Commission  because   they   are   like   the   employer.  They   are   the  employer   and   the  government  was  not.  I  suppose  you  could  say  that  the  government  was  supposedly  the   independent   employer   and   that   was   highlighted   from   the   strike,   because   it  eventually  led  up  to  the  1981  strike.  We  [the  PSA  executives]  went  to  the  Minister  as  the  Public  Service  Commission  was  under  the  minister  at  the  time.  So  we  took  all  our  grievances  to  him.  The  minister  was  a  representative  of  the  state  and  at  the  same  time  he  was  also  overseeing  the  PSC.  There  was  a  lot  of  consultation  but  they  were  not  independently  driven.  ǯ  always  been  referred  back  to  the  government  and  the  government  was  always  meddling  with  them.   Basically   the   government   was   dictating   to   the   PSC   how   to   deal   with   us,  which  was  to  be  expected  because  the  government  appoints  the  Commission,  and  the  government  appoints  whoever.  It  was  a  government-­‐run  show  yet  the  law  was  very   clear   that   the   government   was   not   to   be   the   employer,   it   was   the   Public  Service   Commission   because   that   came   up   when   the   government   terminate,   or  shall  I  say,  mass  terminate  the  4000  public  servants  during  the  strike.  So  we  ended  up  in  court.    
Para. VI :  An excerpt from an interview with a representative of a government 
agency: MCIL    It  is  not  that  workers  are  not  organised.  They  are  organised  but  they  are  organised  
ǤǯǤprefer   any   kind   of   organisation   of   workers   emanating   from   the   workers  themselves   because   if   it   comes   from   them   because   of   a   need   that   they   want   to  address,   they   will   understand   what   they   are   organising   for.   But   if   you   want   to  transplant   a   model   of   a   trade   unionism   in   another   country   in   Samoa   and   say,  
ǮǨǨǯthe  inherit  problems  of  that  particular  model  with  the  model  itself  and  it  would  be  aggravated  here  because  people  here  do  not  understand;  they  would  be  struggling  
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to  understand  the  model  and  to  deal  with  the  inherit  problems  that  come  with  it  that   they   did   not   know.   This   is   why   I   keep   on   saying:   we   do   have   workers  organisation  which   are   the   staff   associations.   If   these   staff   associations   feel   that  they  want  to  organise  a  social  club  for  fund  raising  or  to  go  and  participate  in  some  
ǣǨǯhave  to  teach  them  new  skills  because  the  skills   for  what  they  are  organising  for  are  useful.  All  we  need  is  to  support  them  in  what  they  are  doing.    
Para. VI I :  Excerpts representing the views about the chamber¶VUROH 
 
  ǯ      Ǥ   businesses  mainly.  So  it  was  more  about  getting  on  side  with  the  government,  being  on  various  boards,  economic  boards,  being  on  the  governance  of   the  Central  Bank,  
ǡǤǯrelations  at  all  because  there  was  no  need  to  as  far  they  are  concerned  because  they  could   just   fire   anybody   they   want.   This   is   mainly   because   there   was   nothing   to  
Ǥǯǡthem   go.   The   only   requirement   under   the   law  was   for   them   to   pay   them   on   a   1-­‐
ǯ  nd  often  without  prior  warning   [Independent  
Consultant  1].    The  Chamber  of  Commerce  exists  primarily  for  business  mainly  to  advance  business.  Because  they  see  themselves  as  a  group  of  employers,  therefore  they  feel  the  urge  to  represent  employers.  Not  all  companies  belong  to  the  Chamber  but  people  belong  to  it   not   as   employers,   but   you   know,   as   business   people,   who   are   mainly   concern  about   advancing   in   business.   The   whole   idea   of   forming   is   to   sort   of   come   to  government   and   put   pressure   on   government,   about   things   of   interest   to   the  business  like  customs  rates  and  things  like  that  and  taxes  [Independent  Consultant  
2].     [The   chamber]   is   not   a   representative   of   employers   in   the   context   of   industrial  relations.   They   registered   with   the   MCIL   as   an   incorporate   society   but   not   as   a  representative  of  the  employers  associations  in  Samoa.  But  ever  since  we  included  them  in  the  Tripartite  and  I  was  very  frank  with  them  at  one  time  when  I  said;  you  have  no  business  speaking  on  behalf  of   the  employers  in  this  country.  At  that  time  they   had   only   40   members   and   I   said   to   them;   you   get   all   this   recognition   by  
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government  as  representatives  of  employers  and  there  you  have  only  40  members.  Then   they   launched   a   membership   trial   because   they   had   to   increase   the  membership.  Now  I  ǤǯI   know   for   sure  how  many  members   they  have   at  present      [Government  Agency  
Representative  1].  
 
Para. VI I I :  $Q H[FHUSW IURP WKH FKDPEHU¶V UHSRUW DW LWV SUHVHQWDWLRQ DW WKH ,/2
workshop on 27 April 2009    As   employers,   we   fully   endorse   that   employment   creation,   enterprise  development,   social   protections   and   rights   at  work   are   inseparable,   interrelated  and   mutually   supportive   and   they   must   be   given   equal   weighting   in   the  development   of   various   legislation,   policy   position   and   economic   development  strategies   at   the   national   level.   We   value   continuing   education   and   capacity  
ǯin-­‐country  training  programs  where  we  have  placed  priority  on  capacity  building  across   all   industry   sector   including   informal   employment.  We  believe   in  passing  the  benefits  to  all  workers  but  to  be  able  to  do  this   financially,  economically  and  sustainably,   we   must   reduce   costs   of   doing   business   in   Samoa.   We   are   a   small  economy,  we  are  employing  our  families  and  friends:  we  are  related  and  connected  to   everybody   within   our   staff,   we   know   them   well   as   they   are   either   in   our  churches   or   in   our   villages.   Therefore,   we   want   to   pass   on   the   benefits   to   our  employees  [Employerǯ  representative]. 
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